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Abstract
The purpose of this hermeneutic phenomenological qualitative study was to investigate how
early childhood care (ECCE) professionals make sense of their lived experiences working in an
ECCE Department of Defense (DoD) program in the Southern United States. In this study, I
incorporated Herzberg’s two-factor theory of motivation to explore the intrinsic and extrinsic
factors that play a role in an ECCE professional’s decision to remain in their job. The central
research question focused on the lived experiences of the participants, each of whom had 5 or
more years of experience in the ECCE profession. Three themes emerged from the study:
teaching is divinely inspired, program structure as a determinant of success, and healthy work
environments. Overall, these themes indicate that intrinsic motivations played a more prominent
role than extrinsic factors such as pay and benefits in an ECCE professional’s choice to stay in
their profession over the long term.
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Chapter One
Good quality care requires an environment that values adults as well as children.
– National Child Care Staffing Study, 1989
Until the COVID-19 pandemic of 2020, the American public had not fully realized how
vital childcare was to millions of families. Previous research has suggested early childhood care
and education (ECCE) outweighs nearly everything else a government can deploy to promote
long-term economic performance and educational outcomes (Hicks, 2010). However, the public
did not feel the full magnitude of the role of ECCE in economic and educational outcomes until
childcare and education were no longer options for families. Parents and caretakers generally
know the benefits of childcare, but the pandemic made people realize how critical ECCE was in
their daily lives and careers. While working parents struggled to learn how to uphold work
responsibilities together with the care and education of their children at home, employers were
forced to examine the work responsibilities and practices of their staff members.
As a single mother with a full-time job, I am enrolled in a doctoral program with no
family nearby to offer support. When my son’s ECCE facility closed during the pandemic, I felt
like the walls were caving in on me. The current study was already in progress. However, at that
point it became apparent that our working caretakers in the United States could not maintain fulltime careers and ensure an adequate education for their children without access to reliable,
quality childcare. Practically every parent trying to work full-time and care for their children has
faced struggles in meeting these new demands. Furthermore, this health crisis proved that ECCE
remains a mission-essential requirement for frontline responders as well as military personnel.
The United Nations Educational, Scientific and Cultural Organization (2019, para. 2)
stated the following about the importance of ECCE:
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Early childhood care and education (ECCE) is more than preparation for primary school.
It aims at the holistic development of a child's social, emotional, cognitive and physical
needs in order to build a solid and broad foundation for lifelong learning and wellbeing.
ECCE has the possibility to nurture caring, capable and responsible future citizens.
The current study centered around my experience as a child growing up around ECCE
programs. I have served as an ECCE community-based teacher, military director, military
headquarters staff member, and am now a single mother who relies on these programs to help
raise my son.
Background of the Study
Since the U.S. Industrial Revolution, the need for childcare has been critical (Kamerman
& Gatenio-Gabel, 2007). First started in the 1830s, patronages created day nurseries intended to
care for the “unfortunate” children of mothers who worked outside the home. However, the
authors wrote that they only served a custodial purpose, concentrating on the children's basic
care and management in care. During the Civil War, World War I, and World War II, there was a
vast increase in childcare centers in response to women's need to work outside the home. As a
result, the Lanham Act of 1940 provided grant funding nationwide to communities to support the
need for childcare for children up to age 12 (Herbst, 2013). Moreover, federal funds acquired
through the Lanham Act were used to construct childcare facilities, basic teacher training and
pay, and meal services. Although the number of centers declined each time war ended, there
were significant expansions and continuous running of childcare centers, beginning in the mid1960s and early 1970s when married women entered the job market and stayed (Kamerman &
Gatenio-Gabel, 2007).
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In the 1970s, childcare for military and civilian members of the armed forces became an
official function of the DoD, which meant that they offered affordable childcare options to
military families and civilians working for the DoD (Ruhm, 2011). In 1982, the U.S.
Government Accounting Office (GAO) reported to the Secretary of Defense that childcare for
military personnel had unsafe facilities, low quality, lack of oversight, and excessive workforce
turnover. Moreover, in the 1980s, child abuse problems surfaced in DoD childcare programs
(Dubanoski & McIntosh, 1984). As a result of those findings, Congress passed the Military Child
Care Act (MCCA) in 1989.
The primary goals of the MCCA (1989) were to improve the quality of care and facilities,
standardize safety measures across the enterprise, and improve the availability and affordability
of military childcare. Therefore, the law called for standardized health and safety inspections and
training requirements across all military installations and programs. It also included requirements
for increasing caregivers' salaries, enhanced parental participation requirements, and DoD
oversight (in particular, unannounced inspections).
The law required that at least one employee at each childcare development center (CDC)
has a bachelor's degree, ECCE experience, and a specialist in training and curriculum
development. It also required that all employees undergo mandatory training on four topics
within 6 months of employment:
1. Early childhood development;
2. Activities and disciplinary techniques appropriate to children of different ages;
3. Child abuse prevention and detection; and
4. Cardiopulmonary resuscitation and other emergency medical procedures (bloodborne
pathogens and first aid).
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Another quality initiative in the MCCA was requiring accreditation of at least 50 military
CDCs by June 1, 1991, as a pilot program. These first 50 centers served as “model” centers for
other CDCs.
In the full rollout, MCCA mandated that, in addition to staff training on specific training
topics, inspections should occur four times per year, and programs should meet a national
accrediting body's standards (Navy Child and Youth Program [CYP], 2019). The DoD acted on
the MCCA requirements by improving quality expectations, raising performance and outcomes,
and investing in critical resources such as staff, professional development, facilities, and
technology (Navy CYP, 2019).
Currently, childcare centers in the United States are ubiquitous. The professionals who
work there confront many psycho-social issues (Friedman-Krauss et al., 2014; Hall-Kenyon et
al., 2014; Jalongo & Heider, 2006; Jennings & Greenberg, 2009; Unterbrink et al., 2007). Some
are below the poverty line due to non-living wages (Grining et al., 2010; Pakarinen et al., 2010;
Richter et al., 2017; U.S. Department of Education [DoE], 2016; Whitebook et al., 2014). Others
lack the education, training, and development that would allow them to advance in the field
(Bryant, 2018; Fukkink & Lont, 2007; Richter et al., 2017; Sommer et al., 2010; Sun et al.,
2015).
Ironically, the United States measures childcare education's success by the number of
children with access to a program, not the program itself or the teachers' quality (Friese et al.,
2017). Although the availability of an ECCE program is crucial, these government measures do
not allow for the importance of educator quality. Suppose an ECCE program is available to a
group of children, but administrators manage it poorly with poor outcomes. In that case, they
have no better advantage than those who do not attend a program (Bassok et al., 2016).
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Palermo et al. (2007) argued that ECCE professionals are the most critical component of
quality childcare besides the child’s parents. Researchers have found that ECCE professionals
must be high-quality performers who desire to acquire specialized knowledge and skills and be
prepared to provide high-quality services (Irwin et al., 2007; Siraj-Blatchford, 2010; Whitebook
et al., 2014). In 2015, the Institute of Medicine (IOM) and National Research Council (NRC)
highlighted that teacher professional development could help ensure the provision of highquality childcare (Allen & Kelly, 2015). However, some literature has demonstrated that these
professionals in civilian centers usually do not receive such training (Campbell & Milbourne,
2005; Zaslow et al., 2010).
Several researchers have reported an overall ECCE educator turnover rate of nearly 50%
within the first 5 years of employment in the profession (Jalongo & Heider, 2006; Manlove &
Guzell, 1997; Whitebook & Sakai, 2003). This turnover is a disruption that negatively impacts
the children ECCE programs intend to help. Moreover, Jalongo and Heider (2006) found that
educator turnover is predominantly severe in ECCE programs outside of the military system and
in private preschools because those teachers’ wages and benefits are abysmal, creating a
“revolving door” for teachers in those programs.
Like many childcare programs today, the current study's research site, a DoD childcare
education facility in the Southern United States, has ECCE professionals (26 in total) who may
have experienced some of the issues addressed above. However, unlike the turnover seen in
typical ECCE programs, many of the research site staff have remained at this facility for over 5
years. Due to this relatively long tenure of employment, I aimed to gain insight into their lived
experiences and learn how they have successfully addressed some of the issues mentioned above
they have encountered in the workplace. This study investigated four of these ECCE
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professionals' experiences related to working at their current DoD ECCE facility in the Southern
United States.
Statement of the Problem
Competent and secure ECCE professionals are a critical key to children's welfare in an
ECCE center-based program. Center-based programs are the set of all ECCE services to children
ages birth through 5 years and not yet in kindergarten provided by an organization at a single
location (Moodie et al., 2014). In 2012, approximately 130,000 ECCE center-based programs
served almost seven million children from birth to age 5 years who were not yet in kindergarten,
based on the most recent data available (National Survey of Early Care and Education [NSECE],
2014). Furthermore, these center-based programs employed approximately one million teachers
and caregivers. The NSECE expected that those numbers would increase exponentially based on
its preliminary reports from 2019, but has not yet published its latest report as of January 2021
due to COVID-related delays (National Opinion Research Center, 2021). However, these initial
findings demonstrate the increased need for childcare throughout the United States. The 46%
national annual turnover rate annually of these professionals is well documented (Manlove &
Guzell, 1997; McMullen et al., 2020; Whitebook & Sakai, 2003).
Positive relationships are at the core of quality childcare and education and investing
specifically in early childhood educators and professionals is one of the best things that can be
done to improve early childhood education. When we help educators, we help the children and
families they serve. Conversely, when we underinvest in educators, we undermine the quality of
early childhood education programs, diminish their short- and long-term benefits, decrease the
return on investment (ROI), and harm children and families. Furthermore, we harm the educators
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themselves, who are primarily women, are often from communities of color, and earn povertylevel wages to keep the financial burden of care from rising even higher than it is now.
Nevertheless, little research focuses on the number of ECCE professionals who work in
center-based programs and remain in their positions (Alvarez & Leigh, 2019; Kilgallon et al.,
2008; Stanford, 2001). Consequently, a gap in the literature exists concerning ECCE
professionals who remain in the profession for more than 5 years.
Purpose Statement
While researchers have conducted comprehensive studies on teacher attrition and
turnover, they have done limited research investigating the lived experiences of ECCE
professionals who remain and thrive in the ECCE workforce. Predisposed to a narrow focus,
scholars who have studied early childhood education and their problems have failed to
acknowledge that many educators manage a long-lasting career and find success in their roles.
The purpose of this qualitative phenomenological study was to increase the
understanding of why some ECCE professionals choose to stay in their jobs. I could best
accomplish this through a qualitative study that searched for deeper meanings reported by the
key players at the center of this debate: the ECCE professionals. Through their work and role
within an organization, military ECCE professionals balance policy and translate it into everyday
practices. This perspective provides them with insights that are pivotal to the overall discussion
about why ECCE professionals stay in the field and better retain them.
Researchers have previously conducted studies on ECCE professionals with a narrow
scope that did not focus specifically on lived experiences or retention causes (Blöchliger &
Bauer, 2018; Rhodes & Huston, 2012; Unterbrink et al., 2007). Some researchers have explored
obstacles, enablers, and policies that influence teacher turnover (Bollin, 1993; Stremmel et al.,
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1993; Whitebook, 2013; Whitebook et al., 2014), but a gap in the literature exists regarding the
details of the lived experiences of these professionals, as told by them in their voices. Grasping
the viewpoints of these ECCE professionals is fundamental to the understanding of how to retain
quality staff. This research study sought to explore ECCE professionals' insights into their
working experiences in a DoD ECCE center in the Southern United States to better understand
the factors that contribute to successful and tenured careers in this field.
This research is germane to gaps in the existing literature. It studied the social reality of
the lived experiences of ECCE professionals. When examining research methods, I determined
that the qualitative-interpretative paradigm, also called the constructivist paradigm, would be
most useful for this study. In this case, I explored the daily life, including actions and behaviors,
of ECCE professionals who educate children in DoD military childcare programs.
There is a complex network of different views from these professionals' working
experiences, meaning every person possesses their ideas concerning the best methods to develop
learning in ECCE childcare programs. The research's intention in this interpretative paradigm
was to explore and understand ECCE professionals' purposes in their work; thus, this study
allowed its participants to share their lived experiences as ECCE professionals to better
understand their daily lives.
This qualitative, phenomenological research study was necessary to investigate ECCE
professionals' lived experiences, which permitted me to uncover their employment's fundamental
nature. A qualitative method allowed me to see the phenomena from the members' viewpoint by
exploring their lived experiences. Exploring their experiences may benefit future researchers and
ECCE employers in supporting and retaining their teaching staff. The DoD childcare system is
an exemplary program for its well-trained and relatively well-paid educators and caregivers
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(Cook, 2014). Compare this to the civilian sector, which presently confronts considerable
challenges in retaining ECCE professionals. Early childhood care education teachers, who are
97% female, net so little earnings that many of them qualify for SNAP and other government
benefits (DoE, 2016). One of the most crucial workplace hygiene motivations, salary, is not met,
and therefore many of these ECCE professionals leave the field to find a job that does meet their
basic career needs. Understanding workplace hygiene as it relates to this profession may enhance
the quality of research in this field. This phenomenological research studied ECCE professionals
via the direct stories they tell of their experiences working in this profession, which enabled me
to explore the human experience from those living the phenomenon. The research sample
consisted of four ECCE professionals who have successfully managed a long-term career in
ECCE at a DoD ECCE center in the Southern United States.
Research Questions
The primary research question was as follows: What are the lived experiences impacting
the decisions to stay for ECCE professionals currently employed at a DoD ECCE center in the
Southern United States and have been in the profession for 5 or more years?
The secondary research questions are detailed below:
Q. 1.1: What are the fundamental motivations that cause these ECCE professionals to
continue working in early childcare education?
Q. 1.2: What work experiences or aspects of the organizational culture influence their
decision to stay?
Qualitative researchers accept that research is ideologically driven. No design is valuefree or bias-free. However, if the researchers identify their own biases, they can see where the
questions that lead the study are constructed. As such, this is a difference among paradigms.
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Significance of the Study
Herzberg et al.’s (1959) two-factor theory of motivation provided a foundation to
examine the satisfiers and dissatisfiers related to the role of a Navy CYP professional. The
purpose of this study was to give a voice to ECCE professionals by understanding their
experiences working in Navy CYPs by examining their first-person perspective, which
researchers have not studied widely. Herzberg et al. suggested that job satisfaction is associated
with fulfilling motivator needs. My objective was to provide information to Navy CYP
management about professionals working in military programs. The research findings may
inform and guide military ECCE programs on more efficient methods to retain their professional
staff. The data ascertained from the CY professionals who were generally satisfied with their job
indicated a significant motivating factor. Additionally, it may benefit DoD childcare centers and
the research site's professionals since they provide ways to make their employees' work more
meaningful. Finally, this research may impact other non-military ECCE programs by stimulating
a transformation in their practices with tangible strategies to improve job satisfaction and
retention among ECCE professionals.
Theoretical Framework
Rooted in Maslow's (1954) seminal research about motivation, Herzberg et al.’s (1959)
two-factor theory of motivation involves the idea that there are two causes for an employee’s
intent to continue employment or leave the organization: job satisfaction and job dissatisfaction.
The researchers proposed two distinct sets of factors that lead to job satisfaction or
dissatisfaction. First, motivation factors impact satisfaction and refer to job responsibility,
achievement, promotion, and recognition. Second, hygiene factors affect job dissatisfaction and
include salary, supervision, work environment, and relationships with colleagues.
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Rationale for the Framework
Because the current study examined the experiences and motivations that lead ECCE
professionals to stay in their field, Herzberg et al.’s (1959) two-factor theory of motivation
represented a suitable theoretical framework. In particular, the hygiene and motivation factors
are all critical in the ECCE profession, and successfully cultivating these factors can make
military childcare a robust system. Once hygiene factors are met, ECCE professionals must feel
like those key motivators are recognized and nurtured. Furthermore, the motivation must
outweigh the historical challenges of a career in this field.
As Herzberg et al. (1959) proposed, the motivation to leave or remain in a job are two
distinct categories with different contributing factors. Herzberg's theory recognizes that turnover
and retention are not mutually exclusive and that different factors can drive an ECCE
professional’s decision to stay in the field or leave. The current study aimed to evaluate hygiene
factors and motivators to help ECCE professionals and organizational stakeholders improve
working environments and employee retention.
Several researchers have used Herzberg et al.'s (1959) theory as a framework to
understand job satisfaction and career satisfaction among professionals (Chang, 2018; Hepfner,
2017; Jorde-Bloom, 1984; Ndani & Kimani, 2010; Óskarsdóttir, 2015; Shaheen, 2016).
However, I could not locate any studies using Herzberg et al.’s theory to better understand the
career experiences of ECCE professionals in military childcare. Table 1 provides a brief review
of the above-mentioned studies, which will be covered further in Chapter 2.
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Table 1
Studies Related to Herzberg et al.’s (1959) Two-Factor Theory of Motivation
Authors
Chang
(2018)

Hepfner
(2017)

Jorde-Bloom
(1984)

Ndani and
Kimani
(2010)

Óskarsdóttir
(2015)

Shaheen
(2016)

Methodology
Qualitative study using
semi-structured
interviews.
Framework: Herzberg’s
two-factor theory.
Quantitative, causalcomparative study.

Focus

Key Findings

Inquire into the motivation
and hygiene factors unique
to preschool educators and
apply Herzberg’s theory to
actual leadership.

Motivational factors include job
challenges, promotions, and
appreciation. Hygiene factors include
salary/benefits, work conditions, peer
relations, supervision, and personal life.

Determine if there was a
difference in perceptions of
job satisfaction among fullpart-time teachers who
Framework: Maslow’s
hierarchy of needs theory, work in public/private
ECCE centers.
Herzberg’s two-factor
theory, job characteristics
theory, and the theory of
work adjustment.
Framework: Moos’
Build a coherent framework
social-ecological,
indicating how personal and
conceptualization model environmental variables
and Herzberg’s tworelate to one another in
factor theory.
influencing an individual's
overall work feelings.

Ex-post-facto research
design with stratified
random sampling.

Establish preschool
teachers’ motivation levels,
to explore preschool
teachers’ motivators and
demotivators, and make
Framework:
recommendations for policy
Bronfenbrenner’s
ecological systems theory action and interventions.
and Herzberg’s twofactor theory.
Quantitative research
Explore how previous
method.
research conducted on
common factors associated
with employee turnover
Framework: Mobley’s
model of the withdrawal relates to turnover
intentions of preschool
decision process and
teachers.
Herzberg’s two-factor
theory.
Exploratory single case
study.

Explore strategies childcare
center directors have used
for employee retention.

Framework: Herzberg
two-factor theory.
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No significant difference in job
satisfaction between school type and
ECCE educator or between position
type and school environment. There
was a difference in job satisfaction and
employment work classification. ECCE
educators are generally satisfied with
their positions despite many
shortcomings.
Schools need to inspire children to
learn and socialize while encouraging
optimal adult development. School
administrators who respect a teacher's
need for a work setting providing
clarity in roles and expectations rather
than conflict and ambiguity help
promote confidence, competence, and
commitment to pedagogical tasks.
Satisfiers were: Teachers relationships
with children, their relationships with
the community and recognition
received from the community for good
work. Demotivators were: Low salary,
poor physical working conditions,
heavy workload, poor or inexistent
terms of service and poor interpersonal
relationships.
Turnover intentions of preschool
employees are relatively high. Younger
employees and unskilled employees are
more likely to have turnover intentions.
This was due to unacceptable salaries
and high stress levels.

Three main themes emerged: the
importance of (a) employee
compensation, (b) communication and
culture, and (c) education and training
to retain childcare center employees.

Assumptions, Limitations, and Delimitations
Assumptions
There was no beginning point of truth or any established assumptions from which I began
this study. However, during the study, I assumed that the participants were truthful, accurate, and
forthcoming in their responses during all communication regarding their lived experiences. I
assumed that the individuals were willing to participate in a phone interview outside of working
hours, especially given the travel restrictions due to COVID-19.
Limitations
The study involved Navy CYP professionals working at a military installation in the
Southern United States. The program director and trainer selected the sample of participants
(who may not be an accurate representation of all Navy CYP professionals at this installation or
elsewhere). Furthermore, I worked as a staff member for Navy CYP headquarters and am wellknown throughout the enterprise. Therefore, my position could have influenced the honesty and
forthrightness of the answers from participants.
Delimitations
I did not include any center directors in the research. I delimited this study by only
interviewing ECCE professionals. This study's sample included ECCE professionals currently
employed in a DoD early childcare education program at a Southern U.S. center. The sample of
participants chosen for me by management may not be an accurate representation of all ECCE
professionals in the civilian and military DoD early childcare education systems. Moreover, this
study consisted of a small sample size of four people; therefore, the participants' experiences
cannot precisely depict the whole picture of ECCE professionals who work in every center-based
early childcare education program.
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Definition of Terms
Attrition: Loss of employees through a natural process, i.e., resignation, elimination of a
position, personal health, retirement, or other similar reasons. Through attrition, the vacancy left
by the former employee will not be backfilled (Dik, 2018).
Center-based program: A center-based program is defined as the set of all ECCE
services to children aged birth through 5 years and not yet in kindergarten provided by an
organization at a single location (NSECE, 2014).
Childcare workers: Individuals who provide care for children’s basic needs when parents
or other family members are unavailable to care for them (U.S. Bureau of Labor Statistics,
2021).
Early childhood care education: For this study, any part- or full-day group program in a
center that serves children from birth to age 5 years (Moodie et al., 2014).
Hygiene factors: Factors such as policy, work conditions, relationships with supervisors
and subordinates, and salary that can create negative work experiences and dissatisfaction with a
person’s job (Schwab & Heneman, 1970).
Insider research: Research conducted by a member of an organizational system in and
on their own organization (Brannick & Coghlan, 2007).
Job satisfaction: The level of an individual’s work-related contentment, which affects the
individual’s work performance (Herzberg, 1966).
Non-living wages: An insufficient income to meet the minimum standards given the local
cost of living (Glasmeier, 2018).
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Phenomenological data analysis: Phenomenological data analysis is coding,
categorizing, and making sense of the essential meanings of the phenomenon. Through this
process common themes or essences begin to emerge (Kleiman, 2004).
Phenomenological reduction: A meditative practice where the researcher suspends
judgments about the existence or non-existence of the external world (Husserl, 1970).
Phenomenology: The “study of the world as it appears to individuals when they lay aside
the prevailing understandings of those phenomena and revisit their immediate experience of the
phenomena” (Gall et al., 2007, p. 495).
Phenomenology description: A method that attempts to depict the structure of a firstperson lived experience rather than theoretically explaining it (Husserl, 1970).
Semi-structured interview: Where an interviewer asks a series of structured questions
and probes with open-ended questions to obtain additional information (Gall et al., 2007).
Supplemental Nutrition Assistance Program (SNAP): A federal food benefits program
limited to people with gross incomes up to 130% of the federal poverty line (Feeding America,
2021).
Turnover: Loss of an employee, with the program’s intent to backfill the position.
Turnover’s causes may be similar to attrition; however, turnover is viewed as a burden for
employers (Dik, 2018).
Chapter Summary
This chapter introduced the current study of ECCE professionals' lived experiences at a
DoD early childcare education center in the Southern United States. The study's background
gave an overview of early childcare education and the opinions and ideas regarding ECCE
professionals. The study's problem and purpose justified why the research is essential and
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summarized what I hoped to carry out. First and foremost, I hoped to gain a comprehensive
understanding of the experience of professionals who have worked in the field for at least 5
years. Past research shows that ECCE professionals' retention is vital to early childcare
education's quality and success. This chapter included the study's significance, the definition of
terms used, and the study's limitations. The literature review in Chapter Two will illustrate and
synthesize what researchers currently know about the issues and problems in retaining ECCE
professionals and why some ECCE professionals choose to remain in the field.
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Chapter Two
Literature Review
A lot of early childhood care educators have that duty of care in their heart and soul…. It
is really your passion to do that; you are not looking at the money, obviously.
– Assistant Educator, Townsville, Queensland, Australia, 2018
Introduction
The current study’s theoretical framework included Herzberg et al.’s (1959) two-factor
theory of motivation, which is discussed later in this chapter. Additionally, Creswell (2014)
supported the use of phenomenological practices in research when knowledge of participants’
common experience is needed to create policies and procedures. The phenomenon of focus in the
current study was participants’ lived experiences while working in a military ECCE. This study
centered on their choice to stay in the ECCE profession in order to gain a better understanding of
their decision through the course of their lives.
With the rise of maternal employment in the last century, childcare centers have become
a vital component of the United States' social infrastructure (Tang et al., 2012). Additional
studies have illustrated that high-quality ECCE not only is a determinant of children's future
success as adults (Reynolds & Ou, 2011), but also has a positive impact on the U.S. economy
(Rolnick & Grunewald, 2003) and the entire workforce (National Association for the Education
of Young Children [NAEYC], 2021). At the same time, many ECCE professionals live below
the poverty line (Grining et al., 2010) and society frequently treats these individuals as little
more than babysitters (Kile, 2018). As a result of these issues, the average turnover rate of ECCE
professionals is upwards of 46% (McMullen et al., 2020).
While significant research exists as to why ECCE professionals leave their jobs and the
field, there is comparative little research as to why they remain in their profession. Because
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ECCE professionals' satisfaction directly contributes to the programs' quality (Doyle et al.,
2011), it is essential to better understand why they choose to leave or stay in the profession.
Conversely, statistics concerning ECCE professionals working in the Department of
Defense (DoD) ECCE centers have demonstrated that these well-trained and relatively wellcompensated professionals stay in the industry comparatively longer than their non-military
counterparts (Cook, 2014). However, I was unable to find any peer-reviewed articles about
ECCE professionals' experiences who work in a DoD childcare center. Therefore, the current
study aimed to fill these gaps in knowledge.
As a result of COVID-19, the public has quickly realized ECCE professionals are vital to
the success of the U.S. workforce, particularly as the female workforce has been
disproportionately impacted by the pandemic (Del Boca et al., 2020; Karageorge, 2020).
Furthermore, it has become apparent that ECCE professionals are essential workers and are
critical to the economy, thus reinforcing the need for adequate childcare. Throughout this
chapter, I analyze and synthesize what researchers currently know about the issues and problems
in retaining ECCE professionals in all sectors, why some ECCE professionals choose to remain
in the field, and what makes the DoD ECCE system a “model for the nation” (Clinton
Administration, 1997). This literature review is crucial in answering the research questions and
outlining the importance of conducting further research in this area.
Early Childhood Care and Education
For the past 2 decades, interest in and growth of high-quality ECCE and its valuable ROI
have been expanding relatively quickly as the research about this field increases (Belfield, 2006;
Calder, 2014). In 2016, García et al. wrote that the public investment annual rate of return for a
preschool program was 13%, which the authors compared to a 6.3% average ROI of the stock
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market. While every American may not personally see the amount of money returned on their
investment in ECCE, ROI can be captured by studying the achievements of affected students and
their contributions to society. Reynolds and Ou (2011) conducted a longitudinal study and
determined that there are reliable and lasting advantages for children who enter preschool at
three or 4 years of age, especially for boys and children whose parents did not finish high school.
Specifically, by 28 years of age, participants who had attended preschool were more highly
educated, had higher incomes and socioeconomic statuses, had a higher rate of health insurance
coverage, and had fewer problems with substance abuse and the law when compared to those
participants who did not attend preschool (Reynolds & Ou, 2011). DeCicca and Smith (2011)
reported ECCE programs are an essential part of cognitive development because they enable
children to “build a solid learning base, accumulate human capital at a higher rate…and therefore
perform better in school and in the labor market” (p. 1).
Given the data on the importance of ECCE, children must have access to these programs
as well as high-quality, professionally trained early childhood teachers. Moreover, research has
shown ECCE professionals are a top determinant of positive classroom experiences. The
professional’s behavior, particularly high-quality teacher-child interaction, is essential in
promoting children’s academic skills and social-emotional competence (Hamre et al., 2014).
Unfortunately, the general public and many parents overlook the positive, long-term
effects of high-quality ECCE programs. Instead, they regard early childcare professionals and
educators as little more than babysitters (Kile, 2018). This perception affects the professional’s
workplace hygiene, career motivation, and decision to leave or remain in the field.
Another career obstacle for early childcare professionals (excluding early childhood
educators) is low compensation and overall financial well-being and security. One reason pay is
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so low is that states do not require an early childcare professional to hold an early education
degree (Douglass, 2018), giving employers little incentive to pay them wages in line with
educators who have college degrees. Salary and security are critical motivators for workplace
hygiene. Low job salary and security make it difficult for many professionals to stay and create a
barrier for workers who are even considering early childcare as a profession. When Washington,
D.C. announced in 2018 that all lead educators at childcare centers working with children up to
age 5 must hold an associate degree, there was a strong adverse reaction—political journalist
Matthew Yglesias tweeted that it was “ill-advised” to have such a requirement, while Senator
Sasse of Nebraska said it was “insanely stupid” (Douglass, 2018). These statements relate to the
attitudes mentioned above that many view ECCE professionals as babysitters. Nevertheless,
parents rely on these professionals to aid in caretaking, teaching fundamental concepts, attending
to social-emotional needs, and ensuring children's well-being and safety (especially during a
pandemic). ECCE professionals are responsible for developing tiny humans during their most
critical developmental years.
Furthermore, parents may be unaware of what high-quality care looks like because they
only have access to inadequate childcare options or have no other options for their children
Madill et al. (2020) assessed childcare quality indicators associated with higher childcare prices,
finding that less than half of the indicators were associated with prices reported by center-based
providers. As a result, caretakers who cannot find childcare options may live in a childcare
desert, which the Center for American Progress (CAP) defined as a census tract with 50 or more
children under the age of 5 with so few options for childcare that there are at least three times as
many children as spots at licensed childcare facilities (Malik et al., 2018). According to the CAP
report, 51% of Americans live in a childcare desert.
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I recently experienced the obstacles of living in a childcare desert, which was even harder
to overcome during a global health pandemic. My son’s schooling in 2020 was mostly virtual
and at home, as was my full-time job. Every adequate childcare facility was at capacity, which
meant many children (like my son) must stay home with working parents while on waitlists for
nearby facilities. When school is in-person, limited childcare options mean parents may have to
piecemeal their days to get children to and from school, to before- and after-care programs, and
to daycare.
The unavailability of quality childcare is a disservice to the nation’s children and is
detrimental to their mental, emotional, social, and intellectual development. I am passionate
about the ECCE field and this research study because I know what makes an ECCE program
high-quality as a professional. As a working caretaker, I know how important it is to my career
to have weekly care during working hours. Moreover, as a mother, I want all children to walk
into class and feel cared for and acknowledged. I fundamentally understand that for this to
happen, ECCE professionals' retention must focus on this conversation. Marklund (2020)
indicated that as many as 50% of teachers leave the profession by the close of their fifth year.
Additionally, over the past decade there has been reduced interest in becoming an ECCE
professional and staying in early childcare (Darling-Hammond et al., 2017; Gray, 2019;
Ingersoll, 2004, 2014; Sutcher et al., 2016). For these reasons, creating a workplace environment
that focuses on workplace hygiene is a step in the right direction.
There has also been significant research on turnover in the ECCE profession (Gray, 2019;
Hahs-Vaughn & Scherff, 2008; Sumsion, 2002; Unterbrink et al., 2007; Whitebook & Sakai,
2003). The retention of these ECCE professionals is of continuing concern in young children’s
education. Previous research has suggested that children who attend lower-quality programs and
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higher-turnover facilities are less competent in language and social development (Whitebook &
Sakai, 2003). Shah (2014) found that the turnover of ECCE professionals inflicts financial and
psychological harm to organizations; the higher the turnover, the higher the cost to an
organization. The cost of recruiting, hiring, and training new ECCE professionals is more than an
hourly worker’s annual salary, making the cost to replace a professional burdensome,
particularly when the employer repeats the process multiple times per year (McKeown, 2010).
When I worked as a director in a military program, I faced the challenge of retaining highly
qualified employees to maintain quality care for the children. Furthermore, as a headquarters
staff member, I started paying more attention to the enterprise’s turnover and the mounting costs
of losing employees. As Laddha et al. (2012) reported, employee turnover is often a considerable
cost to the widely unknown organization or overlooked.
However, researchers have written little about how and why ECCE professionals choose
to remain in the profession (Alvarez & Leigh, 2019; Kilgallon et al., 2008). One can look to an
instance where ECCE professionals stay in their jobs at higher rates and for more extended
periods: military ECCE programs. The DoD operates the most extensive employer-sponsored
childcare system in the country, serving about 200,000 children and employing more than 23,000
ECCE professionals.
Military families have different childcare needs than their civilian counterparts.
Servicemembers typically make several Permanent Change of Station moves throughout a
career, making it difficult to maintain consistent full-time childcare arrangements or draw on
support from extended family members and friends. Additionally, service members may be
required to work extended hours or shift work when civilian daycare providers are not in
operation, which may exacerbate problems for single-parent service members or dual-military
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spouses. Even in married couples where one spouse is a civilian, childcare challenges for that
spouse—whether working or non-working—are significant since they become single parents for
the duration of the military spouse’s deployment (usually 6 months or more).
In addition to providing childcare for children of military personnel, this infrastructure
offers career opportunities for unenlisted military spouses. The Congressional Research Service
([CRS], 2020) estimated in 2015 that military spouses ran 94% of Family Child Care programs.
Cook (2014) reported that military ECCE professionals are well-trained and relatively wellcompensated, and the military ECCE staff retention is superior to their non-military counterparts.
Moreover, Floyd and Phillips (2013) wrote that the military compensates ECCE professionals as
a reflection of the value it places on its childcare system. Additionally, the U.S. Department of
Labor noted that a DoD ECCE professional’s salary averages $15 an hour, while the civilian
sector averages slightly less than $10 per hour (Maroto & Brandon, 2011).
Given that military ECCE professionals are often part of military families, employee
transitions happen frequently in the military due to the following reasons: (a) boat movement, (b)
moving to a new installation, (c) forced structure change, (d) relocation of military units, (e) base
realignment and closure, (f) deployments, (g) shifts outside of regular business hours, (h) and
emergencies. Therefore, military childcare programs have different staffing needs and obstacles
than their civilian counterparts; however, the military has addressed this concern in several ways.
For example, the DoD implemented the Employee Transfer Program, enabling eligible
employees to voluntarily request a transfer to any Navy CYP outside of the requesting
employee’s commuting range of the current duty station. This program makes it easier for Navy
ECCE professionals to remain in the profession despite moving locations. Moreover, this
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program is ideal for employers because they can hire new ECCE professionals without incurring
retraining costs.
As one parent friend of mine once said, “Your entire family joins the military when your
spouse joins because it requires that the whole family commit to pursuing this career.” Children
of military service members work and sacrifice alongside their parents, often spending extended
hours in military child development centers while their parents work (Easterbrooks et al., 2013;
Lester & Flake, 2013). As children are one of the most vulnerable populations, the military
recognizes the need to take urgent action to offer ECCE programs that provide safe, stable
environments (Early Childhood Education and Development Act, 1990) to enhance force
readiness fully and focus on the mission (Blackburn, 2016).
The extant research revealed that the military pays ECCE staff members at competitive or
substantially equivalent pay rates for other civilian employees at their respective installations
(Child Care Employees, 2006). In contrast, ECCE professionals outside of the military earn
much less than other professionals with similar education and experience. The military pays
ECCE professionals competitive salaries with federal employee benefits (medical, dental, and
retirement benefits), access to some amenities on military installations (fitness centers and
recreation activities), and paid Child Development Associate Credential, certification, and tuition
assistance toward a bachelor’s degree (Bailey, 2016). Additionally, the DoD fully compensated
these professionals during the COVID-19 shutdown (Scott Air Force Base, 2020). By learning
about the experiences and motivations of military ECCE professionals, the findings of this study
may inform other ECCE professionals about how to navigate their profession to enjoy
meaningful, successful, and long-lasting careers, benefitting the children in their programs and
strengthening the economy. Findings may also enlighten ECCE employers as to the reasons staff
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choose to stay, what matters to them as professionals, as well as retention strategies in military
ECCE centers and beyond.
Pendergast and Diamant-Cohen (2014) found economic and social advantages to reliable
early childhood education programs. Existing research regarding turnover in the ECCE field
examines why professionals choose to leave, yet turnover rates are not improving in the United
States. Therefore, studying why professionals choose to stay in their ECCE careers might reveal
how childcare center executives and decision-makers can create effective strategies to improve
job satisfaction and workplace hygiene. Therefore, such an approach may increase retention rates
and our nation's youth's intellectual and financial well-being.
Theories of Motivation
Prominent theories related to motivation include Herzberg et al.’s (1959) two-factor
theory of motivation, Maslow’s (1943) hierarchy of needs theory; Locke’s (1976) range of affect
theory, Hackman and Oldham’s (1976) job characteristics model, equity theory, and expectancy
theory. These theories differ in one prominent aspect: satisfaction. The next section will go into
further detail on the two-factor theory of motivation and its interrelationship with extant theory.
Herzberg’s Two-Factor Theory of Motivation
In this study, I applied Herzberg et al.’s (1959) two-factor theory of motivation. This
theory is rooted in Maslow's (1943) hierarchy of needs theory, in which every human has needs
consisting of five levels: (a) physiological (food and water); (b) safety (shelter, employment,
security, and health); (c) social (supportive relationships and intimacy); (d) esteem (self-esteem
and recognition); and (e) self-actualization (realizing one’s full potential). Once an individual
satisfies a need in the hierarchy, they become motivated to reach the next level of needs in the
hierarchy. For example, if a person finds a job and can now afford a home for her family, they
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are no longer intrinsically motivated to satisfy those needs; therefore, they are motivated to move
to the next level in the hierarchy (i.e., social needs).
Clay (1977) conducted a validation study of Maslow's (1954) hierarchy of needs to
further assess human needs and satisfaction. The author concluded that the lower-level needs in
the hierarchy break down; he agreed with Maslow that distinct categories of needs exist but saw
them in terms of two levels instead of five. As a result, Clay proposed a two-stage hierarchy
beginning with physiological needs at the lower level and the remaining needs at the upper level,
which aligns Herzberg et al.’s (1959) two-factor theory of motivation.
Herzberg et al. (1959) explored the idea that there are two distinct sets of factors for an
employee's state of being: job satisfaction and job dissatisfaction. The scholars conducted their
initial study on engineers and accountants, asking participants about instances in which they felt
“exceptionally good” or “exceptionally bad” about their jobs. Based on their research, Herzberg
and colleagues learned that specific motivators and hygiene factors contribute to job satisfaction
or dissatisfaction. First, motivators are more intrinsic and enhance employee performance
because they increase employees' job satisfaction (Herzberg, 1966). Examples include
recognition, autonomy, responsibility, personal growth, achievement, promotion, and the nature
of the work itself. Second, hygiene factors are more extrinsic and refer to types of maintenance
that characterize the context or environment of employment (Herzberg, 1966). Examples include
salary, supervision, the work environment and policies, and relationships with colleagues.
Herzberg (1966) posited that hygiene factors do not enhance motivation; however,
motivation and satisfaction may decrease if organizations do not take these factors into account
and make them available to employees. Figure 1 illustrates Herzberg’s (1966) motivation factors
and hygiene, how they are related, and how they influence one another.
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Figure 1
Roles of Hygiene and Motivation Factors According to Herzberg's Theory of Motivation
Stakeholders

Unsatisfied/lack
of motivation

Satisfied/limited
motivation

Hygiene

Satisfied/high
motivation levels

Motivation

•
•
•
•

• Achievement and
Recognition
• Job interest
• Task responsibility
• Higher-level tasks
• Personal growth

Work environment
Salary, status, and security
Policy and administration
Relationships (supervisors,
subordinates, and peers)
• Personal life

Intrinsic

Extrinsic

Note. Adapted from “Motivation of University and Non-University Stakeholders to Change Medical Education in
Vietnam,” by N. G. Luu, L. V. Nguyen, G. J. van der Wilt, J. Broerse, E. J. Ruitenberg, and E. P. Wright, 2009,
BMC Medical Education, 9, p. 3 (https://doi.org/10.1186/1472-6920-9-49).

Research over the past half-century has helped to develop an understanding of why
ECCE professionals choose to leave the industry and learn how turnover rates can improve to
give children the quality care they need to learn, grow, and develop. Unfortunately, researchers
have not conducted a sufficient number of studies to understand why these professionals choose
to stay and how hygiene and motivation factors work together to inform their decision. The next
section will go into further detail on key studies which have incorporated Herzberg et al.’s
(1959) two-factor theory.
Relevant Research Studies
Numerous researchers have utilized the two-factor theory to explore a wide range of
related topics. First, Jorde-Bloom (1984) developed a framework based on Moos’ socialecological conceptualization as well as Herzberg et al.’s (1959) two-factor theory. The goal was
to assess the connection between environmental and personal variables in relation to workplace
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and job satisfaction among teachers. Jorde-Bloom stated, “This model rests on the assumption
that teacher job satisfaction is a very complex phenomenon that cannot be easily explained by
broad generalizations about human behavior” (p. 5). Instead, job satisfaction hinges on each
individual’s values, the job itself, and the work environment.
The environmental variables in Jorde-Bloom’s (1984) framework consisted of the
teacher’s role, structure of the organization, social system, and physical setting. In contrast,
personal variables included sociodemographic factors, personality traits, career stage, as well as
skills and abilities. Based on which combination of variables are satisfied, positive job outcomes
result from cognitive appraisal (self-efficacy, expectations, and locus of control) and coping
mechanisms (mental, physical, supportive, and detrimental). Accordingly, “job satisfaction…is
viewed as the congruity between the teacher’s personality, needs, perceptions, expectations,
attributions, and the [work] setting” (Jorde-Bloom, 1984, p. 14).
Ndani and Kimani (2010) utilized a similar theory to that of Moos in Bronfenbrenner’s
ecological systems theory. Using an ex-post-facto research design with stratified random
sampling, the authors explored preschool teachers’ motivators and demotivators, and made
recommendations for policy action and interventions. The sample consisted of 40 early
childhood development centers (ECD) as well as 46 ECD teachers in Kenya, with the Preschool
Teachers’ Motivation Questionnaire used for data collection. The authors found that over 50% of
the teachers reported below average motivation levels, primarily due to “lack of clear terms of
employment, leave entitlement and conditions of termination” (p. 44). In addition, some
employers denied sick and maternity leave, which respondents also noted to be a de-motivating
factor in terms of job satisfaction (Ndani & Kimani, 2010).
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Óskarsdóttir (2015) employed Mobley’s model of the turnover decision process and
Herzberg’s two-factor theory. The study focused on teacher turnover in five preschools in
Iceland and the connection to overall employee turnover based on extant research. Utilizing a
quantitative survey, participants were asked questions about their impressions of the workplace
as well as their turnover intentions and associated rationales for these intentions. The total
sample size consisted of 155 employees in education and childcare, special needs, or heads of
various departments across the five preschools (Óskarsdóttir, 2015).
Overall, 52% had considered leaving their job at some point and over 90% were
dissatisfied with their salary. In addition, participants mentioned stress levels or returning to
school for further education as potential reasons for leaving. Among the participants, the
proportion of unskilled employees was about 65%, which correlates with the expressed desire to
acquire further education in hopes of securing a higher salary in the future. However, results also
showed general satisfaction with the job itself, which suggests that salary is the only motivating
factor among study participants (Óskarsdóttir, 2015). The findings were largely in line with
previous research on turnover intentions, which has reported that high stress levels and
unreasonable salaries play a significant role in job dissatisfaction.
Following an exploratory single case study research design, Shaheen (2016) utilized
Herzberg’s two-factor theory to explore strategies childcare center directors have implemented to
improve employee retention. The author conducted semi-structured interviews with five directors
from five different childcare centers in Ohio. Three primary themes emerged from the study,
including the value of employee compensation, workplace culture, and learning and development
opportunities. In addition, participants noted that promoting a positive and supportive work
environment could reduce turnover intentions, along with a perception of management as being
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objective and treating employees fairly (Shaheen, 2016). Overall, both intrinsic and extrinsic job
satisfaction factors were apparent in this study, thus solidifying the two-factor nature of
Herzberg’s theory.
Recently, Hepfner (2017) employed Maslow’s hierarchy of needs and the two-factor
theory to explore differences in perceptions of job satisfaction between full- and part-time
teachers in South Carolina. The author conducted a quantitative, causal-comparative study
consisting of 200 participants across numerous public and private early childhood centers. Using
the Minnesota Satisfaction Questionnaire, Hepfner found no significant differences in terms of
job satisfaction based on school type, position, or work environment. However, part-time
teachers reported elevated job satisfaction levels compared to their full-time counterparts. While
the majority of teachers in this study received relatively low pay, they noted an “intrinsic desire
to work with young children” (Hepfner, 2017, p. 72), suggesting job satisfaction aligns with
Herzberg’s intrinsic motivation factors.
Lastly, Chang (2018) conducted a qualitative study using semi-structured interviews to
explore the motivation and hygiene factors unique to preschool educators and apply Herzberg’s
two-factor theory to actual leadership roles. Three principles with over 10 years of experience
were asked about the following factors: (a) salary and benefits, (b) work conditions, (c) personal
life, (d) challenges at work, (e) promotions and awards, (f) appreciation, and (g) direct supervisor
impressions. Based on the study results, Chang (2018) found that the most important
motivational factors included challenges, promotions, and appreciation, while the most
prominent hygiene factors consisted of salary and benefits and peer relationships. Specific
recommendations to enhance job satisfaction were as follows: (a) reduce the teacher-student
ratio, (b) adopt official procedures to clarify promotion and respective salary increases at each
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level, and (c) make incremental technology and equipment improvements to improve work
conditions and allow for more flexibility in teaching methods.
Based on the six studies reviewed in this section related to Herzberg et al.’s (1959) twofactor theory, it is apparent that job satisfaction is highly nuanced across numerous intrinsic and
extrinsic factors. However, employee compensation and benefits were two common factors
discussed in these studies, suggesting that it plays a significant role in a teacher’s choice to stay
or leave the field. The next section will delve deeper into these implications for the ECCE
profession.
Why Early Childhood Care Educators Leave the Field
Various studies have identified the most persistent reasons for ECCE professionals to
leave their field, with low salary being one of the most frequently cited. While researchers have
found that salary is the best indicator of employee turnover in ECCE centers, many other factors
contribute to leaving the profession, including age and length of service, lack of organizational
commitment, and burnout/well-being. All of these examples are representative of Herzberg et
al.’s (1959) motivation and hygiene factors. In combination with a lack of salary and security,
these factors create an environment where ECCE professionals may feel they have no choice but
to leave, even if they think it is their life’s work or calling.
Because salary is the most significant factor in employee turnover, researchers must
further explore this issue. Low wages persist in limiting ECCE professionals’ ﬁnancial wellbeing, as they are among the lowest-paid professionals in the United States (U.S. Bureau of
Labor Statistics, 2021; Whitebook et al., 1998, 2014; see Table 2).
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Table 2
Mean Hourly Wages by Occupation, 1997 to 2019
Occupation
Fast food cooks
Childcare workers
Nonfarm animal
caretakers
Tellers, financial
services
Preschool teachers
Kindergarten teachers

1997 actual
mean hourly
wage
$6.11
$7.03
$7.67

1997 real mean
hourly wage
in 2013 dollars
$8.87
$10.20
$11.13

2013 actual
mean hourly
wage
$9.07
$10.33
$10.82

2017 actual
mean hourly
wage
$10.72
-

2019 actual
mean hourly
wage
$12.67
$11.65
$12.02

$8.24

$11.96

$12.62

-

$15.02

$9.09
$16.42

$13.19
$23.83

$15.11
$25.40

$13.94
$31.29

$14.67
-

Note. Data from “Occupational Employment Statistics (OES) Survey,” Bureau of Labor Statistics
(https://stats.bls.gov/oes/); $1 (1997) to $1.58 (2019) – CPI Inflation calculator (https://data.bls.gov/cgibin/cpicalc.pl). Hourly wages were calculated by dividing the annual mean wage by 40 hours per week, 52 weeks
per year.

According to the U.S. DoE (2016), ECCE professionals’ wages are lower than those of
postal clerks, landscapers, and pest control workers. Moreover, they earn less than food service
workers and custodians. Maintaining low wages for educated ECCE professionals supports the
notion that their work is low-skilled, which helps justify policies that keep their salaries low and
preclude them from developing professionally (Whitebook et al., 2014).
The average annual salary for ECCE professionals is $28,912 (U.S. Bureau of Labor
Statistics, 2021; see Figure 2). Early childhood care educators are among the lowest-paid
workers in every state (Whitebook et al., 2018), which creates significantly compromised
circumstances for African-American and Hispanic women in this profession. Whitebook et al.
(2018) stated that this reality falls disproportionately on early educators of color. In part because
they are also more likely to work as assistants and work with the youngest children, the racial
inequities woven through U.S. culture are also present in early care and education. In 2019, these
workers, almost exclusively women and 40% and people of color (Gould et al., 2019; Whitebook
et al., 2018), earned $11.65 an hour (see Table 2; Austin et al., 2019; Myers, 2016; NCES, 2018;
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Taie & Goldring, 2017). Even after controlling for educational attainment, African-American
educators still earn an average of $0.78 less per hour than white early childhood care educators,
which equates to $1,622 less per year for a full-time, full-year worker. These educators represent
the most racially diverse sector of the teaching workforce, compared to K-12 and postsecondary
education in which nearly three-quarters of educators are white (Myers, 2016; NCES, 2018; Taie
& Goldring, 2017). Part of this is due to women working as assistants and with the youngest
children in childcare. Furthermore, racial inequalities present in American culture are also
present in the ECCE industry (Whitebook et al., 2018).
When comparing the hourly pay of ECCE professionals ($11.65) to that of fast-food
cooks ($12.67) and cashiers ($15.02) in 2019, those who care for what some call “the most
vulnerable” (Kashen et al., 2016)) clearly are not adequately compensated for their time or level
of responsibility. Furthermore, a living wage refers to the minimum income necessary for an
employee to meet the minimum subsisting standards in their specific community or region
(Glasmeier, 2018). In 2019, the U.S. living wage was $16.54 per hour before taxes for a family
of four (two working adults and two children). In contrast, the mean hourly wage in 2019 for
workers who cared for household pets was higher than for professionals who cared for children
(Whitebook et al., 2014).
As a result of the low hourly wage for ECCE professionals, employment of childcare
workers is projected to grow only 2% percent 2019 to 2029, which is below the average for all
occupations. Furthermore, most of the openings projected each year are expected to come from
the need to replace workers who leave the occupation permanently.
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Figure 2
Average Annual Salaries of Teachers Compared to the Civilian Labor Force

All other ECE teachers
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Note: Adapted from Transforming the Workforce for Children Birth Through Age 8: A Unifying Foundation, by L.
Allen and B. B. Kelly (Eds.), 2015, IOM and NRC (https://k12accountability.org/resources/EarlyIntervention/NAS_Birth_to_Age-8_Unified_Framework.pdf). Copyright 2015 by National Academy of Sciences.

Kashen et al. (2016, para. 6) posed the question, “At a time when children are most
dependent and vulnerable, why are their caretakers and educators compensated so poorly, almost
guaranteeing a workforce marked by high turnover and instability?” The authors argued that
50% of early childhood educators are worried about their family’s economic well-being.
Whitebook et al. (2014) concurred, stating that ECCE compensation grew by only 1% between
1997 and 2013, and ECCE professionals earn 40% less than workers with similar qualifications.
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Figure 3
2019 Median Hourly Wages by Occupation
Childcare
Worker
Employees,
All Settings

Preschool
Teachers,
All
Settings

Preschool
Teachers in
Schools
Only

Preschool/Child
Care Center
Directors, All
Settings

Kindergarten
Teachers

Elementary
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All
Occupations

$11.65

$14.67

$14.67

$23.18

$31.29

$32.98

$18.12

Note: Data from Occupational Employment Statistics Survey, Bureau of Labor Statistics (https://stats.bls.gov/oes).
All teacher estimates exclude special education teachers. Hourly wages for preschool teachers in schools only,
kindergarten teachers, and elementary school teachers were calculated by dividing the annual salary by 40 hours per
week, 10 months per year, to take standard school schedules. All other occupations assume 40 hours per week, 12
months per year.

Between 2017 to 2019, the wage for childcare workers increased 3.5% to $11.65 per
hour. Whether or not an employee makes a living wage impacts on an employee’s motivation
and performance at work (Whitebook, 2013; Whitebook et al., 1989; Whitebook & Sakai, 2003).
The inability to meet basic needs can contribute to a lower quality of life and poorer well-being,
influences low-wage workers. Teachers’ inadequate compensation is a problem for the ﬁeld of
early childhood education because it is associated with teacher turnover, teacher burnout, less
sensitivity to children, and less developmentally appropriate practices and lower quality
instruction in classrooms (Whitebook, 2013; Whitebook et al., 1989; Whitebook & Sakai, 2003).
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Figure 4
Occupational Employment Statistics Survey

Note. From Occupational Employment Statistics (OES) Survey, 2018, Bureau of Labor Statistics
(https://stats.bls.gov/oes/).

One of the ultimate threats to quality childcare education is the exceedingly high turnover
rate of childcare education staff, projected to be as high as 46% (McDonald et al., 2018). The
worry about turnover has led researchers to investigate childcare education as an adult work
setting (Manlove & Guzell, 1997; Stremmel et al., 1993; Whitebook et al., 2014) and to research
the reasons for the turnover of ECCE professionals (Bollin, 1993; Stremmel et al., 1993;
Whitebook, 2013; Whitebook et al., 2014).
Researchers investigating ECCE staff turnover have found a link between higher turnover
and low wages. For example, Hahs-Vaughn and Scherff (2008) examined individual and school
characteristics on teacher attrition and retention, the results indicated that only salary was
statistically significant concerning teacher turnover. Moreover, Phillips et al. (1991) sampled
1,307 ECCE professionals at center-based childcare facilities to analyze job satisfaction and
turnover. The ECCE professionals were well-educated compared to other females in the
workforce; however, their average earnings were at the poverty level. Furthermore, Whitebook et
al. (2014) maintained that the country bears the hidden costs of the little spending in this sector.
Remarkably, the cost of public benefits provided to low-wage working families in the childcare
industry is $2.4 billion per year (Whitebook et al., 2014). Nearly half of all ECCE workers rely
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on at least one significant public benefit program. That is more than double the rate found for
workers across all industries (Whitebook et al., 2018), including about 15% of workers who
receive health insurance under the Affordable Care Act.
In Whitebook et al.’s (1989) groundbreaking study, they found that salaries were the most
significant employee turnover predictor. Twenty-nine years later, Whitebook et al. (2018) found
that ECCE staff turnover had nearly tripled nationwide. They again discovered that the main
factor for employee turnover was their wages. Moreover, the ECCE professionals earning the
lowest wages left their jobs twice as often as those who received the highest salaries (Whitebook
et al., 2018).
In a more recent study, Jones (2020) conducted qualitative multiple case research of four
childcare center directors in Houston, Texas. The researcher’s results found that over half of the
center’s staff mentioned that low wages were the chief reason leaving the center. In a separate
study conducted in Australia by McDonald et al. (2018), the researchers interviewed 80 ECCE
professionals in nine daycare centers in Queensland, Australia. Their research found that low
wages caused some ECCE professionals to view their roles as temporary employment.
Furthermore, many of them felt that low wages confirmed their humiliation for being considered
babysitters (McDonald et al., 2018).
Although a majority of the extent literature on ECCE professionals has identified wages
as the most predictive factor of turnover (Hahs-Vaughn & Scherff, 2008; Phillips et al., 1991;
Whitebook et al., 2014), other researchers have uncovered more complex reasons for teacher
turnover, including age and length of service (Manlove & Guzell, 1997; Mor Barak et al., 2001),
job dissatisfaction (Mor Barak et al., 2001; Phillips et al., 1991), lack of organizational
commitment (Amos & Weathington, 2008; Donley, 2019; Jaros, 2007; Whitebook et al., 1993),
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and burnout/well-being (Blöchliger & Bauer, 2018; Manlove & Guzell, 1997; Whitebook et al.,
1993).
Whitebook et al. (1989) also concluded that the highest turnover rate was not occurring
with the most qualified ECCE professionals. Their study included participants from 27 childcare
centers in five metropolitan areas in the United States. The authors concluded that turnover was
occurring with the younger educators who had shorter lengths of service. Furthermore,
Whitebook and colleagues expressed concern when they found that the professionals who
replaced the teachers were not as well-educated or well-trained as their predecessors. As a result,
these underqualified teachers left the childcare centers with fewer minimally qualified
professionals and fewer highly skilled educators to recruit (Whitebook et al., 1989).
Donley (2019) found that if administrators did not onboard young employees correctly
and sensitively, they tended to lack a commitment to the childcare center almost immediately.
Moreover, Jaros (2007) noted that if ECCE professionals had negative experiences with their
supervisors or co-workers soon after their hiring, it influenced their level of commitment to their
workplace. According to Whitebook et al. (1993), some childcare educators realized that their
jobs did not meet their expectations once they entered the field, causing them to leave. The
authors also found that young ECCE professionals with short job tenure leave their jobs much
more often than older or long-term employees. Many older workers felt they had to stay on the
job because they had limited job alternatives (Whitebook et al., 1993).
Several researchers have investigated the link between job satisfaction and attrition and
turnover rates, finding that aspects of job satisfaction (i.e., supervisors, co-workers, and wages)
explained why ECCE professionals leave (Phillips et al., 1991). However, Mor Barak et al.
(2001) conducted a meta-analysis of 25 articles regarding the association between personal
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perceptions of ECCE professionals’ work, organizational conditions, and turnover. The authors
found that burnout, job dissatisfaction, other job opportunities, low commitment to the ECCE
center and the profession, stress, and lack of supervisor and co-worker support were the most
significant predictors of turnover. Additionally, the researchers stated that since the main reasons
ECCE professionals leave an organization are job-based and not personal, employers have the
ability to prevent turnover (Mor Barak et al., 2001).
Amos and Weathington (2008) examined ECCE professionals' values across multiple
dimensions, including job satisfaction, organizational commitment, organization satisfaction, and
turnover. They found that similar values between employees and the organizations were
positively associated with job and organization satisfaction, which in turn ensured that
employees remained committed to the organization. However, the reverse was true regarding
different values between employees and the organization, as these employees felt no obligation
to the organization and intended to leave (Amos & Weathington, 2008). Moreover, Stremmel et
al. (1993) found that ECCE professionals with inadequate organizational commitment
experience less job satisfaction and may be more prone to leaving.
Historically, researchers have neglected to pay attention to the association between
burnout/well-being and turnover. Nevertheless, Blöchliger and Bauer (2018) evaluated 220
ECCE professionals at 59 childcare centers in Switzerland, to explore the link between
individual ECCE professionals and the features of the childcare center. Analyzing the
professionals according to six work-life topics: control, reward, workload, community, fairness,
values, and burnout, the authors found that stress is related to turnover among ECCE
professionals. Furthermore, they noted that ECCE professionals reported burnout due to
workload and felt as if they were not in charge of their dominion (Blöchliger & Bauer, 2018).
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Likewise, Whitebook et al. (1993) implicated burnout as a significant cause of turnover
rates and poor morale in many ECCE centers. The authors stated that the workload of childcare
workers plus the low pay and disrespect they received caused a great deal of burnout among
participants in their study. According to Manlove and Guzell (1997), burnout is a crucial matter
for employers whether ECCE professionals leave the profession or not, because educators who
are burned out and stay may not provide adequate care for children.
According to McMullen et al. (2020), ECCE professionals will decide to stay or leave a
job based on their job satisfaction. In many ECCE studies, researchers have concentrated on
compensation, benefits, and working conditions related to job satisfaction (Jorde-Bloom, 1984,
1988). Moreover, Carson et al. (2017) found that ECCE professionals’ job dissatisfaction
concerning their work foretold their intention to leave their job. However, Manlove and Guzell
(1997) said that ECCE professionals’ job satisfaction gave the educators in their research an
incentive to remain in their positions.
In summary, the reasons an ECCE professional leaves the job or field altogether are much
more complicated than simply pay and benefits. Since why they stay is an understudied
phenomenon, the next section will discuss the literature concerning why ECCE professionals
decide to remain in their jobs and the teaching profession.
Why Early Childhood Care Educators Stay
Fuller and Brown (1975) and Chapman (1984) wrote that all teachers face concerns as
they begin each year in their classrooms. However, new teachers magnify these concerns
because they have relatively little experience. The authors’ concluded that when employers do
not address teachers’ concerns or conditions do not change, teachers feel dissatisfied with their
jobs. Additional research has indicated that job satisfaction is significantly connected to a
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person’s decision to leave (or choose not to enter) the teaching profession. Job satisfaction plays
a vital role in determining whether or not graduates remain in their chosen careers.
Spector (1997) defined job satisfaction “as a global feeling about the job or as a related
constellation of attitudes about various aspects or facets of the job” (p. 2). This definition carries
over to studying job satisfaction of early childhood educators because of various factors that
affect job satisfaction, such as supervision, work climate, pay, and responsibilities (Rahim &
Razzak, 2013). Fuller and Brown (1975) and Chapman (1984) reported that all teachers face
concerns in their classrooms; however, those concerns may be amplified for teachers who have
none to relatively little experience in the field. The researchers concluded that when teachers'
concerns are not addressed, or their work conditions do not change, they begin to feel dissatisfied
with their jobs. Additional research has indicated that the satisfaction of a job is significantly
related to a teacher’s decision to leave the profession or even enter it in the first place. This
information suggests that perceived job satisfaction plays a vital role in a graduate’s decision to
remain in their chosen field of study and subsequent profession (Chapman, 1984; Fuller &
Brown, 1975; Rahim & Razzak, 2013; Spector, 1997).
After conducting their study, Herzberg et al. (1959) developed the two-factor theory,
which identifies two sets of factors that contribute to job satisfaction and dissatisfaction. They
are (a) hygiene factors, which include salary, the relationship with superiors and peers, the
quality of technical supervision, company policy and administration, and working conditions,
and (b) motivation factors, which include achievements, recognition, the work itself,
responsibility, advancement, and the possibility of growth.
As reviewed in the previous section, ECCE educators have valid and compelling reasons
to leave the profession. Unfortunately, there is insufficient research about the job satisfaction of
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early childhood educators. Hall-Kenyon et al. (2014) noted that many studies focus on the
relationship between salary and job satisfaction of early childhood educators, which does not
consider many other factors.
McDonald et al. (2018) conducted a study on why ECCE professionals leave the field but
instead asked the following question: Why do so many stay? Their question was an important
one considering that ECCE professionals confront demanding working conditions and scarce
career advancement prospects. McDonald et al. noted that motivations for staying in the
childcare field are different than those who leave; therefore, staying should be studied as its own
phenomenon. Their study examined ECCE professionals’ retention, interviewing 80 participants
at nine daycare centers in Australia. Through these interviews, the researchers sought to identify
factors supporting retention. They found three factors: intrinsic rewards, financial resources, and
leadership and management practices (McDonald et al., 2018).
McDonald et al. (2018) concluded that a personal and emotional investment in their work
was the primary reason these professionals chose to stay. These professionals had a passion,
which some people describe as a “calling.” Other researchers have noted that an early childhood
educator’s commitment to their job can even compensate for the low salary, benefits, and workrelated stressors (Gerstenblatt et al., 2014; Hossain et al., 2012).
The second most common reason ECCE professionals remain in their jobs, according to
McDonald et al. (2018), is that they are supported financially by means other than their jobs. As
such, most of those who stayed were not the primary income earners in their families. That
second income offset any economic difficulties of their low-paying jobs. The third reason they
remain in the profession is their respective ECCE centers' leadership and management practices.
The researchers found centers that successfully retained staff gave their staff members a voice

42

and influence over their working hours and schedules, center philosophy, curriculum, decision
making, and recognized them for a job well done. Another important reason the ECCE
professionals stayed was that their center directors modeled positive social interactions in the
workplace and “warm, collegial, and supportive social interactions” (McDonald et al., 2018, p.
660) that countered demanding working conditions.
Furthermore, Wells (2015) found that educated and married teachers experience greater
levels of satisfaction in their early childhood positions. However, the study did not take
employment status or ECCE school or program type in account. This finding suggests a more
stable home life provides increased financial security, while a higher education degree may help
secure a better paying job. However, more research is required to validate these two links to job
satisfaction.
As stated earlier in this chapter, Herzberg et al.’s (1959) two-factor theory of motivation
studies reasons for leaving a job (hygiene factors) and for remaining in a job (motivation factors)
independently. Researchers have applied this theory to many industries and professionals over
the past 7 decades. For example, Chapman’s (1984) study tested a model of the influences on
teacher retention, grounded in Herzberg et al.’s (1959) theory. Chapman undertook his study to
suggest ways that administrators might influence teacher retention. He based his research on
Krumboltz’s (1979) contention that social learning theory could identify a person’s genetic
factors that interrelate in various ways to generate different career choices, such as their
environment, educational experiences, intellectual and emotional responses, and functioning
skills.
Chapman (1984) offered a more specific model of social learning theory to K-12 teaching
careers. The aim of the model was to understand teachers’ decisions to stay or leave based on the
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following dimensions: (a) personal traits; (b) preparation and early teaching experiences; (c)
social and professional assimilation into the workplace; (d) job satisfaction; and (e) external
factors impacting a teacher’s career. Chapman conducted his longitudinal study in 1980,
randomly sampling 400 University of Michigan graduates who had earned teaching certificates
between 1946 and 1978. Participants were divided into three groups: current teachers, former
teachers, and those who received their certificate but never taught. Chapman (1984) found that
variables related to voluntary attrition were not significantly influenced by the school
administrator. This finding is in contrast to McDonald et al. (2018), who noted administrators
have a high degree of influence on teacher retention.
Nevertheless, Chapman (1984) found that administrators directly influence turnover by
shaping the tone and quality of a new teacher's first teaching experience. Ultimately, he found
that the initial commitment to teaching was the strongest predictor of retention. That finding is
similar to McDonald et al. (2018) that a teacher’s passion for teaching was the strongest
predictor of retention. However, a strong passion for teaching is not enough to sustain a career in
ECCE. While this may be the most common reason ECCE professionals stay, there is not enough
research to provide holistic analysis and recommendations for improving retention.
A “Model for the Nation:” Early Childhood Care Educators in the Military
Childcare became an official function of the DoD in the 1970s (Ruhm, 2011). However,
in 1982 the U.S. GAO reported that military childcare had unsafe facilities, lack of oversight,
and excessive turnover. Moreover, child abuse cases surfaced at some DoD childcare programs
(Dubanoski & McIntosh, 1984). As a result, Congress passed the MCCA in 1989; the critical
elements of this act as it relates to this research are as follows:
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1. mandates staff training with specific training topics
2. requires inspections four times per year
3. requires programs to meet the standards of a national accrediting body
The DoD aggressively responded to the MCCA requirements by raising quality
expectations, performance, and outcome criteria, as well as investing in critical resources,
including personnel, professional development, facilities, and technology (Navy CYP, 2019).
The overarching mission of military ECCE programs is to support military families worldwide
to protect and serve the United States. The DoD has certified nationally accredited ECCE programs to
support that mission. Because of these great strides, a 1997 Presidential Executive Memorandum
designated military ECCE programs as a “model for the nation” and identified opportunities for
further enhancements (Clinton Administration, 1997). Campbell et al. (2000) wrote a report
indicating that if the military could turn around its care, system policymakers could duplicate these
efforts to provide high-quality care for all children, including in the private sector.
Butrymowicz and Mader (2016) noted that many factors contribute to military children's
early learning experiences. DoD ECCE programs promote a culture of continuous quality
improvement, including complete quality inspection cycles throughout the year, to ensure
military children and families receive the highest quality services. The researchers also stated
that the DoD performs monthly checks, including preventive medicine, health, fire, and safety
inspections. Furthermore, the DoD requires programs to conduct multidisciplinary team
inspections and comprehensive internal reviews of policies and procedures. Additionally, OSD
headquarters make annual unannounced inspections to evaluate compliance with current
regulations and DoD inspection criteria. Lastly, the DoD requires ECCE programs obtain and

45

maintain national accreditation through the NAEYC and the Council on Accreditation
(Butrymowicz & Mader, 2016).
The U.S. Census Bureau (2016) estimated that more than 15 million children had two
working parents outside of the home; furthermore, 500,000 military children had one or both
parents on active duty. Consequently, the military runs the most extensive employer-sponsored
childcare program in the country, serving about 200,000 children daily (CRS, 2020). Due to the
number of children receiving care outside of the home, it is critical to provide high-quality
childcare programs and support military families. Despite the importance of ECCE in a child’s
growth, professionals in this field receive comparative low salaries (Erdman et al., 2020). As a
result, many ECCE professionals work supplemental jobs to earn a living wage.
The military provides salaries and benefits to childcare professionals comparable to other
military employees based on experience, training, and seniority (Cook, 2014). For example, an
ECCE professional with a bachelor’s degree can make a livable wage plus benefits (health
insurance, dental care, a pension plan, life insurance, and paid sick and annual leave), just like
military employees in other industries (Cook, 2014). Military childcare teachers’ salaries and
benefits are superior to what civilian childcare centers offer— DoD centers pay teachers, $15 an
hour on average, about $5 higher than the national average (Butrymowicz & Mader, 2016).
Furthermore, Ferguson (1991) noted that paying higher wages to qualified ECCE professionals
results in improved early childhood learning compared to other forms of spending.
Smith and Colker (2001) studied factors of the military’s high-quality childcare
programs, finding that a well-trained, highly educated, and longstanding childcare staff were
chief components of the military ECCE system. As the DoD professionalized its ECCE
workforce, it created strict standards such as certification, accreditation, and higher educational

46

achievements. Butrymowicz and Mader (2016) found that 95% of DoD childcare centers meet
NAEYC accreditation standards, compared to only 8% of civilian ECCE centers. The
professionalization of the military ECCE promotes increased job retention for employees.
Additionally, the military is the only U.S. childcare system requiring center directors to
have a bachelor’s degree related to early childhood education (Butrymowicz & Mader, 2016).
Table 3 compares the most relevant literature related to ECCE professionals, including the
methodology, focus, and key findings of each study. To better evaluate the existing studies that
pertained to the research questions, I compared 13 studies; however, none of the studies
addressed ECCE professionals in a military context, and only one sought to understand why
ECCE professionals stay. This comparison of studies reinforces the importance of the current
research.
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Table 3
Comparison of Research Studies on ECCE Professionals
Authors

Methodology

Focus
Explored relationships between
individual and organizational-level
characteristics (representing the six
work-life areas: control, reward,
workload, community, fairness, and
values) and burnout levels.

Key Findings

A mixed-effects model with data at
individual and childcare center level.
Sample: 220 childcare teachers and 59
directors in childcare centers in a Swiss
community.

Bryant
(2018)

Qualitative phenomenological study.
Documented participants’ experiences
Data collected through interviews (open- as preschool teachers in special
ended questions). Sample: 8 general
education classes.
education preschool teachers.

Most participants believed outsiders do not understand curriculum and
consider preschool teachers as babysitters. Although participants had a
positive attitude of teaching, additional training would improve
attitudes and positive outcomes.

Bollin
(1993)

Gathered data from a mail survey of over Social support, job satisfaction, and
300 currently and formerly registered
boundaries between daycare provider’s
FDC providers in Delaware.
family and FDC system. Demographics
provide an explanation for high
turnover.

Nonstable providers are more likely to have their own young children
at home. Stable providers are more likely to report high levels of job
satisfaction, work longer hours, and have previously held child-related
jobs.

Campbell
et al.
(2000)

Report

(a) improve an inadequate system in short term; (b) acknowledge
problem and consequences of inaction; (c) establish standards,
accreditation, and living wages/training; (d) keep parent fees
affordable via subsidies; (e) expand care availability by assessing and
addressing unmet needs; and (f) commit resources to get job done.

Carson et
al. (2017)

Ecological momentary assessment
Temporal aspects of childcare teacher
The research positively predicted childcare teachers’ quitting
procedures among 50 childcare teachers. burnout and how feelings of exhaustion intentions due to emotional exhaustion and negatively predicted due to
relate to perceptions of job satisfaction overall job satisfaction.
and turnover.

HallKenyon et
al. (2014)

Literature review of 30 articles.
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Blöchliger
and Bauer
(2018)

Examined specific ways the military
made significant improvements in its
childcare system.

Summarized the current literature on
preschool teacher well-being and
identified future research directions.

Burnout hinged on the center the professional worked. Lower
control/reward on individual level and higher workload on center level
were associated with higher burnout among childcare teachers.
Results suggest targeting individual and organizational levels to
address burnout symptoms.

Fragmented, narrow, and limited literature. Research needed on wellbeing, self-efficacy, life satisfaction, financial stability,
emotional/physical health, and autonomy.

Table 3 (Continued)
Comparison of Research Studies on ECCE Professionals
Authors
Jones
(2020)

Methodology
Multiple case study; semi-structured
interviews. Sample: 4 childcare centers
directors in Texas with > 5 years’
experience who implemented strategies
to reduce employee turnover.

Focus

Key Findings

Explored strategies that childcare center Four main themes emerged: the importance of compensation, effective
directors have used to reduce employee managerial communication, a strong organizational culture, and a
turnover.
rewards and recognition program.
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Manlove
Sample: 169 childcare workers from
and Guzell semi-rural Pennsylvania.
(1997)

Job turnover related to demographic &
work- and nonwork- related factors.

Perceived choice of other jobs and tenure impact intention to leave,
and on actual 12-month turnover.

McDonald
et al.
(2018)

Sample: 9 daycare centers from three
distinct workplace ecosystems. 85
interviews were conducted.

Examined the key causes of retention of 3 key reasons why educators stay occurred at individual (intrinsic
educators in long daycare services in the reward), structural (financial resources), and workplace (leadership
early childhood education and care
and management practice) levels.
sector in Australia.

McMullen
et al.
(2020)

Quantitative: Early Childhood
Professional Well-Being Questionnaire
sample of 281 caregivers, teachers, and
administrators of childcare programs.

Examined relationship of early
childhood professional well-being and
risk of turnover (perceived job
dissatisfaction and leaving
one’s field).

3 well-being factors: (a) supportive structures – environment &
climate; (b) collegial relationships – between/among adults; and (c)
professional beliefs and values – autonomy, choices, and decisionmaking participation.

Sumsion
(2002)

Phenomenological metaphor study

Illuminated lived experience of
becoming, being, and unbecoming an
early childhood educator.

Highlights need to explore interplay between personal, relational, and
contextual influences and develop an understanding of staff attrition.

Whitebook Qualitative study. Data collected through
et al.
focus groups and open-ended, face-to(2014)
face interviews. Sample: 15 African
American women and their 6 employers
in Wisconsin.

Experiences of African American
women transitioning from welfare to
work and their employers to determine
extent of self-sufficiency due to their
workforce participation.

ECCE landscape using four lenses: (a) trends in wages, education, and
turnover among early childhood teachers, 1989–2014; (b) economic
insecurity among early childhood teachers; (c) public costs of
inadequate compensation; and (d) policy efforts to improve early
childhood teaching jobs.

Whitebook Longitudinal study with interviews
and Sakai protocols. Sample: 149 teachers and 71
(2003)
directors in 92 childcare centers from
1996-2000

Examined links among the
characteristics and stability of the
teaching staff and retention of highlytrained teachers.

> 50% of childcare center teaching staff and a third of directors in
1996 left their centers by 2000. Highly-trained teaching staff were
more likely to leave if earned lower wages, worked in a climate with
less stability and no highly-trained co-workers, and worked with a
greater percentage of teaching staff without a bachelor’s degree.

Chapter Summary
In this chapter, I analyzed and synthesized the literature concerning the issues and
problems in retaining ECCE professionals, why some ECCE professionals choose to remain in
the field, and what makes the DoD ECCE system a “model for the nation” (Clinton
Administration, 1997). Furthermore, the chapter presented a foundational understanding of
Herzberg et al.’s (1959) two-factor theory of motivation.
While much research exists on why ECCE professionals leave their jobs and the field,
little research exists on why these professionals remain. Furthermore, I found virtually no peerreviewed articles about ECCE professionals' experiences who work in DoD childcare centers.
Therefore, I hope to fill these gaps in knowledge with the current study.
The next chapter will detail my methodology to conduct this study to explore the lived
experiences of ECCE professionals employed at least 5 years at a DoD ECCE center in the
Southern United States.
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Chapter Three
Methodology
The earliest years are the most promising for brain and skill development, yet it is when
the U.S. invests the least.
– Hirokazu Yoshikawa, Professor, New York University
The purpose of this study was to investigate the lived experiences of ECCE professionals
employed for more than 5 years at a military program in the Southern United States and their
motivators in making decisions to remain in their current roles. The literature review in Chapter
2 indicated a lack of information on why ECCE professionals choose to stay in the profession.
Furthermore, the previous chapter noted that positive relationships are at the core of a quality
ECCE experience. I suggest that investing specifically in ECCE educators is the best strategy for
improving early childhood education. When society helps educators, they invariably help the
children and families that educators teach. Conversely, when society underinvests in educators, it
undermines ECCE programs' quality, diminishing their short- and long-term benefits to children,
decreasing the ROI, and causing harm to children and their families. More directly, this harms
the educators, who are primarily women and persons of color whose poverty-level wages society
rationalizes to keep childcare costs from increasing from current levels.
The framework for this research study positions the subject of ECCE professionals’
retention within the context of Herzberg et al.’s (1959) two-factor motivation theory to
understand their choices to continue to teach or leave. Utilizing Herzberg et al.’s two-factor
motivation theory, I aimed to identify satisfiers among ECCE professionals remaining in the
profession for more than 5 years in the Southern United States. Furthermore, I examined the
perceived presence and importance of motivation and hygiene factors among ECCE
professionals. The quantitative research has suggested determinative findings concerning ECCE
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professional retention; however, the literature does not address these professionals' lived
experiences.
Through this research, I aimed to develop an understanding of the phenomenon of ECCE
professional retention. Unlike quantitative research, qualitative research centers on words instead
of numbers and depth instead of breadth. These methodologies are investigative and seek to
uncover the thoughts and feelings of participants. Moreover, it is typically used in research to
help inform new concepts and ideas. Therefore, a qualitative study aligns with the research
questions. According to Creswell (2012), there are five methods of qualitative research: (a)
ethnography, (b) narrative, (c) phenomenological, (d) grounded theory, and (e) case study. I then
chose the most suitable method that would align with the research purpose and questions.
According to Wertz (2005), phenomenological researchers are concerned with
understanding the awareness of a person’s lived experience. I chose hermeneutic phenomenology
(van Manen, 2014) because it fit the purpose and the framework of this study. Furthermore, a
primary theme of phenomenology is the lived world (Wertz, 2005), which supports developing
an understanding of the lived experiences of ECCE professionals who remain in the field.
In addition, elements of my research fit with multiple case study design. Yin (2018)
stated that a “case study…investigates a contemporary phenomenon (the ‘case’) in-depth and
within its real-world context, especially when the boundaries between phenomenon and context
may not be clearly evident” (p. 15). Furthermore, Yazan (2015) noted that case studies explore
questions surrounding the “how” and “why” related to the phenomenon under study. In doing so,
the case study approach helped me uncover a wide variety of thematic analysis related to ECCE
professionals’ perceptions, beliefs, feelings, and the overall environment in which they worked
(Stake, 1995; Yazan, 2015; Yin, 2018).
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This line of thinking allowed me to explore the lived experiences of ECCE professionals
and how and why they look at themselves living in their exterior world. The hermeneutic
phenomenology approach helped me uncover the hidden meanings and essences of experience
while focusing on people’s perceptions of the world in which they live and what this world
means to them (i.e., the meaning of their lived experiences). Moreover, the case study approach
helped me determine that the qualitative-interpretative paradigm, also called the constructivist
paradigm (Stake, 1995), was useful for this particular study. My experience in the Navy CYP
allowed me to gain unique insight into military ECCE programs, thus allowing me to approach
this study through a researcher-subject perspective. Furthermore, by focusing on a military
setting, my study can be regarded “as a thing, a single entity, a unit around which there are
boundaries” (Merriam, 1998, p. 27). Taking into account the above-mentioned seminal case
study research, I focused specifically on ECCE professionals' daily lives who educate children in
DoD military childcare programs.
In the sections that follow, I describe the hermeneutic phenomenological methodology
and research process by looking at the research questions, setting, research design, data
collection, and analysis.
Epistemology
According to Vejar (2019), epistemology is the philosophical principle of three concepts:
truth, belief, and evidence. Moreover, epistemology defines truth as something that echoes
reality. Thus, epistemology is the theory of knowledge that guides research by asking: How do
we know what we know? Furthermore, constructivism (Kanselaar, 2002) involves a set of beliefs
about reality, i.e., whether each person has an independent existence. Constructivism supported
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this research study based on the interactions between the ECCE participants and me (also an
ECCE professional).
From an epistemological point of view, this study's results consisted of co-constructions
between the interviewees and me, the interviewer, where subjectivities from all participants had
an influence. Furthermore, my subjectivity, values, and beliefs played a role in this research.
Hermeneutic Phenomenological Perspective
I chose van Manen’s (2014) hermeneutic phenomenological approach because it is
concerned with the lived experience (Laverty, 2003). This approach aligns with the seminal work
of Heidegger (1927/1962), who focused on Dasein, which loosely translates to the manner of
being a human being or the position of a human being in the world. In this sense, ECCE
professionals are individuals built upon their roots, origins, and cultural characteristics. In
Dasein, relationality is essential because it represents a personal and subjective story of a person
living in the world. Similarly, relationality is a person’s history and cultural background,
constructed upon their daily experiences (Laverty, 2003; Osborne, 1994; Reiners, 2012).
Therefore, Heidegger (1927/1962) wrote that people’s personal histories are a permanent
dichotomy that guides them in their new experiences, such as those working in ECCE
institutions. Every transaction is an encounter interpreted by the researcher and based on their
background (Laverty, 2003; Reiners, 2012). Thus, the relationship between the individual and
their social, economic, and cultural contexts are the most critical concern for Heidegger’s
hermeneutic phenomenological approach.
In this study, I asked ECCE professionals about their lived experiences working in
childcare institutions. They perform their jobs after forming particular impressions from their
different origins, values, beliefs, and cultures. This fore-sight, or fore-conception, is the
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preconceived knowledge about a phenomenon, seen through the lenses of their cultural values
and beliefs (Laverty, 2003; Osborne, 1994; Reiners, 2012). Furthermore, Heidegger’s
(1927/1962) hermeneutic phenomenological approach guided the research questions, given my
intent to explore DoD ECCE professionals' lived experiences. Likewise, the methodology and
methods aligned with the hermeneutic phenomenological approach, using data collection
techniques, such as face-to-face interviews and follow-up surveys. The final product was
narrations and themes that described the meaning (Crotty, 1998) in the practices of ECCE
professionals. This product provides compelling and valuable insights, which could be a useful
tool to improve ECCE programs.
The fundamental tenet of phenomenology is that the most basic experience of the world is
already full of meaning (van Manen, 2014). This study examined ECCE professionals’ lived
experiences to understand why they stay. In this qualitative, hermeneutic phenomenological
study, I interviewed ECCE professionals at a DoD ECCE center in the Southern United States
who had 5 or more years of experience at the center. According to Merriam (2002),
phenomenological research strives to learn the experience within the person the researcher is
studying. Therefore, I examined retention by understanding the experiences and thinking of the
professionals who remain in the field.
Furthermore, I used phenomenology description, phenomenological reduction, and
phenomenological data analysis to draw from the lived experience of the phenomena I studied
(participants’ retention). Using hermeneutic phenomenology, I reviewed the participant data,
developed a portrait of ECCE professional retention, and expanded on the insight into the
phenomenon of staying in the profession.
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Moreover, I gathered data via interview, email communication, and my memos as
reflections of thoughts and feelings of the conversations so that I could connect with the lived
experiences of these professionals and their opinions regarding their retention experiences.
Merriam (2002) wrote that the phenomenological interview is the primary approach to collecting
data where the researcher endeavors to expose the spirit, the ever-changing structure of the
experience's significance. I assessed the participants' everyday adventures that could fill in the
gaps in the knowledge of the lived experiences of ECCE professionals’ retention. Additionally, I
used qualitative research to investigate the core of the ECCE professionals' lived experiences,
using the data to analyze its significance or understand the motivations of those who have
successfully remained in the field.
This phenomenological study focused on questions about everyday human experiences
that are a significant sociological phenomenon of four ECCE professionals. In contrast to
quantitative research, this qualitative study sought to understand the meanings people attach to
job satisfaction and retention issues within the context of Herzberg et al.’s (1959) two-factor
theory. According to Merriam (2002), the meaning of a phenomenon is within a person’s
experiences and the researcher’s insights mediate them.
Research Design
In this qualitative, phenomenological study situated in Herzberg et al.’s (1959) two-factor
theory of motivation, I utilized open-ended interviews for data collection. I chose the open-ended
interview because of its capability of gaining information in an efficient and timely manner.
Research Questions
The primary research question in this study was as follows: What are the lived
experiences impacting the decisions to stay of ECCE professionals who are currently employed
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at a DoD ECCE center in the Southern United States and have been in the profession for 5 or
more years?
The secondary research questions are detailed below:
Q. 1.1: What are the fundamental motivations that cause these ECCE professionals to
continue working in early childcare education?
Q. 1.2: What work experiences or aspects of the organizational culture influence their
decision to stay?
Sample
According to Creswell (2012), a researcher must select participants who can help the
researcher understand the problem and the research questions. Therefore, I chose a convenience
sample, which is a sample selection based on participants that were convenient to the research
study (Andrade, 2021). With the program trainer and director's assistance, this included only
ECCE professionals who worked at the research site and who possessed the requirements of this
study. I chose the research site due to its proximity to my residence and my familiarity with the
site (having conducted inspections there). I selected four participants who met the criteria at the
research site, held phone interviews, and collected data on their lived experiences. The study
utilized a small sample size in an attempt to provide a detailed account of the participants’ lived
experiences (Smith et al., 2009). Additional email communications were necessary for further
clarification.
Participants
For phenomenological research, Boyd (2001) suggested two to 10 participants or research
subjects sufficient to reach saturation. Furthermore, Creswell (2012) recommended interviews
with up to 10 people for a phenomenological study. Therefore, I selected four participants, ages
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23 to 65, working at a DoD ECCE center in the Southern United States. The DoD program CYP
employed the participants for more than 5 years.
Furthermore, I requested the participants’ consent via an email invitation (see Appendix
B) with a DocuSign link. Since I am a DoD program CYP employee, I have access to the
participants’ work email addresses because the DoD program CYP gave me access to the email
addresses to pursue my research. The invitation detailed the study’s purpose and assured the
participants that their responses would be anonymous (I did not record the participants’ personal
information [i.e., name, email address, or employment ID]). The invitation told the participants
that their consent signified that they understood and agreed to the study’s terms and would
participate in it. As it is essential to preserve participant anonymity and keep the documents
secure, only I had access to participant responses, which I stored on a password-protected
computer in a locked office. Moreover, I assigned pseudonyms to the participants who
completed the interviews.
Ethical Considerations
According to Brannick and Coghlan (2007), insider research is conducted by a member of
an organizational system in and on their own organization. Therefore, as a civilian employee of
the DoD CYP, I considered myself an insider researcher. As such, I understood the ethical
quandary that I could have confronted when interviewing ECCE professionals whom I may
know. However, I had confidence that I was justified in conducting insider research because I
had a distinctive viewpoint of the history and culture of DoD ECCE centers. This history gave
me a significant advantage to develop a profound understanding and interpretation of the
professionals’ lived experiences.
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I maintained this study’s ethics by gaining IRB approval at the University of Memphis
and with the DoD center where I conducted my research. This dual approval allowed me to
conduct the study and to use the specified research questions (see Appendix A).
Research Site
The study site is in the Southern United States on a submarine base. The facility has a
capacity of 244 students and is currently at total capacity. The CDC size is determined by the
maximum capacity of all open classrooms. There is one teacher per 12 children in the preschool
classroom, with a max group size of 24. In total, there are 18 classrooms in the program: four
infant, four pre-toddler, four toddler, and six preschool. The branch researched classifies this size
as a large program; therefore, it has the following staffing approvals: the program has a director,
assistant director, two training professionals, two operations clerks, three cooks, and a cleaning
staff, with a total of 65 ECCE professionals (including full time, part-time, and flex). The
program is accredited by the NAEYC. In addition, the facility has two age-appropriate
playgrounds, including a preschool natural playground as well as shaded outdoor play areas. The
lesson plans are based on each child's developmental needs through weekly observations
utilizing the Creative Curriculum®. Lastly, the classrooms are all well-appointed and routinely
restocked with supplies.
Data Collection
I conducted semi-structured interviews with four participants via phone calls since faceto-face interviews were not possible due to COVID 19. I framed the questions around Herzberg
et al.’s (1959) two-factor motivation theory (see Figure 1), asking about lived experiences in a
DoD ECCE center in the Southern United States. If I needed an explanation or expansion on a
response, I asked a similar probing question to determine the spirit of the participant’s retention
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experience. Then, I transcribed the interviews and verified them with the participants via email.
This verification enabled me to develop a clear view of ECCE professionals' lived experiences in
the DoD ECCE system.
Piloting the Interview Questions
Relying on the literature review and Herzberg et al.’s (1959) two-factor motivation
theory, I framed interview questions using the hygiene factors. Then, I conducted a pilot
interview to develop further and refine the interview questions. I chose Janie (a pseudonym) to
pilot the interview questions.
Janie is an African American female in her early 50s who worked in the military ECCE
for 28 years, working in her current location for 20 years. She graduated from an online
university with a BA in early childhood education. Janie started babysitting for family and
neighbors at 12 years of age. She took her first professional position in ECCE in 1992, working
for a private program. That experience led her to open an in-home program until her husband
received a permanent change of station order to another country. When her young family arrived
at the new duty station, she began her career in military ECCE.
Janie worked at two military programs during her career. Currently, she works in a
medium-sized program (as outlined by the Navy Management Standards). In her primary
classroom, she has 24 children comprising 75% military sponsors with a working spouse, 13%
civilian families, and 12% dual-military families. Of those children, 15% have an identified need
or behavioral modification that requires an accommodation by the professional.
I conducted the pilot interview 1 month before the start of the research to have ample
time to revise any questions. Based on the pilot interview with Janie, I made changes to my
original interview questions. Initially, I created 48 interview questions and planned to complete
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each interview in one sitting. However, some of the questions were confusing and many of the
responses were similar. Several questions were removed or modified. I found that ECCE staff
members were unfamiliar with some of the acronyms and database names used in ECCE
programs. Therefore, I changed some of that language to more generic terms (see Appendix A).
Interviews
Once the location’s director and trainer provided a list of qualified professionals, I
conducted interviews by phone (as a result of COVID-19) with the four CYP professionals who
responded to my voluntary participation request. I used a semi-structured format to conduct the
interviews, which included several open-ended questions that encouraged participants to speak
freely about their lived experiences in military CYPs. The interview questions are in Appendix
A. All interviews were recorded and transcribed.
Review of Methodology
I began by transcribing the interviews using intelligent verbatim transcription, which
allowed for fixing grammar mistakes, broken sentences, and long paragraphs. Through this
process, I was able to get a global sense of the interview by repeatedly listening to the
participants. This helped me become familiar with each participant’s individual experience and
perceptions of a military ECCE program in the Southern United States. For example, in most of
Bernadette’s responses, she circled back to the joy of teaching. However, she became agitated
when discussing workplace recognition, even becoming emotional.
Once interviews were transcribed, they were emailed to participants for review and to
ensure accuracy. After the researcher received confirmation that the transcribed interviews were
true representations of the individuals’ experiences, the researcher read the interview transcripts
again, line by line, to split the data into meaningful sections using Herzberg et al.’s (1959) two-
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factor theory of motivation as a guide for identifying hygiene factors and motivation factors.
Three themes emerged from the data and were defined as either hygiene or motivation factors.
Data Analysis
After each participant reviewed the interview transcript for accuracy, I initially read the
transcripts to understand what each participant shared. Next, I conducted (a) phenomenology
description, (b) phenomenological reduction, and (c) phenomenological data analysis to examine
reoccurring themes. Lastly, I interpreted the information in order to synthesize textual and
structural descriptions utilizing Herzberg et al.’s (1959) two-factor theory of motivation as the
basis for deductive coding. Figure 5 details the matrix approach used for deductive coding. The
first column specifies the pseudonym of each study participant, followed by the question number
and relevant part of interview transcription that supported theme development. The
phenomenological components of the coding process are detailed in the next three columns,
followed by two rounds of researcher notes and final theme development.
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Figure 5
Deductive Coding Matrix Example
Pseudonym Question #
Q3 I
Karen

Q3 R

Ellen

Transcribed Interview
9:17 Interviewer: What motivates you to continue working in
the field of early childcare education?
9:24 Participant: I believe in God, and he guides me in
everything I do, and I know this is my purpose. When my
children were young, I wanted to find a position that allowed
me flexibility with their school schedule. Here I am, 33 years
later, and this is still what I want to do every single day. Even
when I retire, I’ll probably still work with children in some
capacity. It is what I am meant to do.

1st Review 2nd Review Phenomenology Description Phenomenological Reduction

3rd Review Phenomenological Analysis

Researcher Notes - 2nd
Review

Researcher Notes 3rd Review

The interview still
wants to be in this
profession daily.
When she retires she
will still do this
work. It is clear that
she it drawn to the
work itself.

Motivation

The work itself

The interviewee chooses
stay in ECCE even though
her initial reason for seeking
employment-flexibility-has
long passed. She even goes
as far as saying when she
retires she will continue this
work. Indicating she doesn't
see this as unpleasurable
work. She is satisfied with
high level of motivation.

Q3 R

Evolution of growth, love of
8:30 Participant: I get great satisfaction in seeing the evolution work, meant to do
of our childcare and knowing that we really are not just
babysitting that we actually are, even at this level, educating our
children from the very beginning. I love this job. It makes me
happy and I get to make a difference. I was meant to do this
work. I love the kids and they love me.

Motivation

The work itself

The interviewee chooses
She love the work
stay in ECCE, the work
itself.
always comes back to
ECCE, loves children. She
is satisfied with high level of
motivation.

Max

Q3 R

4:17 Participant: I always loved to be able to teach, and I just
love to nurture. I always liked being around children. I always
wanted to be a pediatric nurse, and I haven’t given up on that
yet either, but I’ve always been involved around children for
some reason no matter what field I worked in. I always –
always entwined back to early childhood for some reason. I
guess this is where I am meant to be.

Motivation

The work itself

The interviewee loves the
work of teaching, wants to
always work with children
in some way.

Bernadette

Q3 R

7:27 Participant: I just think it’s my calling. I love it. I love the Calling, love of job, always
kids. I have a different group of children every six months. I
caring for children.
have new families I have to learn, and it is what it is. The kids,
to me, have always been my priority for this job. I like my coworkers, but I think me working with children, it’s just always
been an impact. Even when I go home, my mom says the same
thing, “You’re still working with kids, and you’ve been doing
this since you was 12.” When I go home, I take all the nieces
and nephews, great-nieces and nephews. It’s just – I don’t
know. I am drawn to them and they are drawn to me.

Motivation

The work itself

The interview is drawn to
Calling. The work
children this is her purpose. itself is what she is
She has been caring for
meant to do.
children since she was a
child.
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Religious, drawn to the
position-flexibility for
children, will always do this
work

Enjoys children, career always
circles back to ECCE. Meant
to do this work.

Theme

Themes were developed
once the first and second
review of all interviews
were completed. The theme
that the work was divinely
inspired was developed
because all interviewees
spoke of multiple intrinsic
reasons and higher callings
to this type of work.
Divinely Inspired

What she is meant to Divinely Inspired
do. The work itself.

Divinely Inspired

Phenomenology Description
According to Finlay (2009), phenomenological research usually starts with specific
descriptions of lived experiences—frequently first-person narratives—where the researcher
writes it down in ordinary language, avoiding abstract academic generalities. Then, Finlay wrote,
the researcher continues the process by thoughtfully examining the descriptions first and then
writing a synthesized version, for example, classifying overall themes about the essence of the
phenomenon. Moreover, the researcher’s goal is to transcend the surface meanings of what the
participants expressed. The researcher must “read between the lines” to understand the
participants’ implied aspects and perceptions (Finlay, 2009).
Phenomenological Reduction
According to Wertz (2005), phenomenological reduction distinguishes the fundamental
meaning of the participants’ experiences. I repeatedly cycled through the phenomenology
descriptions, contemplated the data, and described what I saw and heard. Then, I grouped the
meanings and identified themes, which prepared me to organize the data for a more exhaustive,
structural, and vivid analysis (Wertz, 2005). Overall, the phenomenological reduction process
condensed the investigation of the data to a psychological exploration.
Phenomenological Data Analysis
According to Kleiman (2004), phenomenological data analysis includes procedures, such
as coding and categorizing, to make sense of the phenomenon's fundamental meanings. While
working with the descriptive data, the research develops common themes, and real meanings
begin to emerge.
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Synthesis of Textual and Structural Descriptions
Kleiman (2004) described the synthesis of textual and structural descriptions of
phenomena (putting it all together) as the primary finding of any phenomenological research.
Therefore, I based the structure on the fundamental meanings found in the phenomenology
descriptions of the participants. Moreover, I determined these descriptions through analysis and
my intuitive perceptions.
I analyzed the phenomenon as described by Kleiman (2004):
1. Read the interview transcripts to get a global sense of the entire interview;
2. Reread the interview transcripts more slowly to split the data into meaningful sections;
3. Incorporated those sections that had a similar focus;
4. Elaborated on the findings, including explanations of the fundamental meanings that I
found through the process; and
5. Reconsidered the raw data descriptions to validate the interpretations of the fundamental
meanings and the overall structure.
Once I completed the analysis of the data, I critically analyzed my work again. This
critical analysis included verification that I performed the following:
•

Obtained tangible, thorough descriptions from the participants;

•

Maintained the phenomenological reduction throughout the analysis;

•

Discovered fundamental meanings;

•

Articulated a structure; and

•

Verified the results against the raw data.
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Validating the Data
Creswell (2014, pp. 252–253) posited eight approaches to assess validity, proposing that
researchers employ at least two: (a) prolonged engagement and persistent observation; (b)
triangulation; (c) peer review; (d) negative case analysis; (e) clarifying researcher bias; (f)
member checking; (g) rich, thick description; and (h) external audits. I used two of these
approaches to ensure the validity of the data: member checking and a rich, thick description of
the data. The first part of the research consisted of qualitative, in-depth, semi-structured
interviews with the participants. Next, I returned the data to the participants to check for
accuracy and resonance with their experiences. Additionally, I asked each participant to review
the categories, interpretations, and conclusions. Finally, I developed an iterative process of
reading the transcripts, clustering meaning, developing themes, and writing—all of which
supported a rich, thick description of the data.
Subjectivities
I chose to use phenomenological research because it best suited the purpose of this study.
Moreover, it aligned with my epistemological and ontological beliefs: (a) knowledge is socially
constructed and situated within specific contexts; and (b) reality does not exist apart from
people’s perceptions, conscious experiences, and interpretations of it. Furthermore, this approach
advocates examining a phenomenon that interested me personally because it required that I stand
“in the fullness of life, in the midst of the world of living relationships and shared situations”
(van Manen, 1990, p. 32).
As a former ECCE professional, I experienced firsthand the realities and hardships of this
work. I remained in the field for three years before ultimately deciding I no longer could afford
to work in the profession that I loved so deeply. My experiences motivated me to fight for ECCE
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professionals’ empowerment and voices. Uncovering their lived experiences was a step in the
right direction.
Furthermore, I am a mother and advocate for my young son and want him to have access
to high-quality childcare. All children should have an equal opportunity for high-quality
education. Moreover, if ECCE programs can accomplish this from the start, society will be
considerably better off. However, the professionals fulfilling the ECCE roles must be valued and
have their work recognized. Finally, I am the child of a mother who dropped out of high school
and a father who spent his entire life addicted to drugs. As a result, ECCE teachers raised me.
Many of my earliest memories are in ECCE settings with professionals who essentially raised
me.
One critique of phenomenology is that researchers must set aside biases, which may be
challenging. As Groenewald (2004) stated, researchers are people, and people possess their own
beliefs in phenomenology. As a phenomenological researcher, it was essential that I lay aside my
intentionality and recognize “the conscious relationship that [I had] to an object” (Sokolowski,
2000, p. 8). Therefore, through double hermeneutic phenomenology I made sense of the
participants making sense of the phenomenon.
Due to my role as Navy CYP headquarters oversight, I might have known some of the
participants, and remaining objective during the study might have been challenging. However, it
is instances like this when phenomenology is the most useful. Instead of following a paradigm
that claims outside objectivity on the part of the researcher, phenomenological thinkers recognize
that they are part of the examined phenomenon, and if they are to do meaningful research, they
must state those biases clearly and often (Groenewald, 2004).

67

Another phenomenology critique is that a small number of study participants could make
the data less generalizable across the experiences. Groenewald (2004) pointed out that
researchers only need up to 10 people in a phenomenological research study. Therefore, the
results of an examination of such a small population may not represent the views of all ECCE
professionals in the field, and I may have missed some phenomena. However, this study
accounted for this when the data were analyzed.
Personal Experience with Early Childhood Care and Education
Professionally, I have been in the field of education for more than 15 years, 10 of which
have been in Navy CYP; however, my introduction to ECCE happened much earlier in life. My
grandmother was a paraprofessional educator in the 1980s, working with children who had
identified needs. According to her, this was her life’s work and passion. She retold story after
story of these children, which left a lasting impression on me.
As an adolescent, I obtained my babysitting certificate, which meant I was CPR and first
aid certified. I marketed my services by passing out flyers to everyone in the neighborhood.
When I was old enough to drive, I obtained my first job in early education at a children’s
learning Center in Colorado, working in the infant classroom making $8.50 per hour. After
graduating college my bachelor’s program, I obtained a job working with special needs
preschool children. This experience in the public school system was not what I had imagined or
expected. There was little guidance, no one took a vested interest in new employees, and teachers
basically had to fend for themselves to make their own way and be successful.
Soon I realized that this salary would not be enough to fully support myself, so I looked
for another career path. I spent several years working in adult education and training, managing
programs and facilitating training for clients all over the world. However, I had always hoped to
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find my way back to the education of young people. As luck would have it, I came across an
opportunity to manage a Navy program, allowing me to return to my ECCE roots.
Through my position in Navy CYP, I had access to the inner workings of a federally
funded ECCE program and witnessed the benefits of providing high-quality childcare to children
and families. I worked on several projects to continually improve quality of care and am aware
of several new initiatives that will be released over the next year to further enhance a military
ECCE professional’s career, including salary increases. In this role, I not only worked with
young children and the professionals who supervised them, but also witnessed extraordinary
leadership, adequate compensation and benefits, and the freedom to do a job I loved with a high
level of trust within the team.
I gained a strong understanding of the importance of military ECCE programs through
my personal background and professional career, but after having my son, I felt a deep calling to
make a positive impact on the industry, specifically on ECCE professionals. I did not live near a
military installation and therefore could not utilize the military childcare and its high-quality care
to which I was familiar. Subsequently, my son attended six childcare centers by the age of 3
because dire situations and circumstances forced me to move him from center to center, trying to
locate a place I thought he would be safe. Many options I chose were expensive, and I realized
that high cost does not equal high-quality or even adequate care. Problems in childcare facilities
ranged from being told my son would have to sit in front of the television, to seeing him in
rooms with children of all ages (birth to school age) due to staffing issues, to having four
different classroom teachers within 6 months.
Data supports why adequate ECCE programs are critical during these formative
childhood years, but I learned firsthand the problems parents face when no adequate childcare
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options exist. It negatively impacts work performance, forces a parent to take vacation days
when finding new care, and causes unnecessary stress about a child’s well-being when in care. I
now have a greater understanding of why the military prioritized childcare and why childcare
services are part of a broader set of quality-of-life benefits that make up the total compensation
package for military personnel.
After comparing my own experiences to the research and data regarding military ECCE, I
wondered if my experience with public ECCE was isolated or if the military system objectively
does a better job of retaining ECCE professionals at all levels of the organization. The current
study found that there are many factors for staying in this field; ultimately, the professional’s
calling to care for children was the most important motivator for remaining in their military
ECCE careers. It has become increasingly apparent to me that ECCE professionals have a
passion for their work, for the students and their parents, and for their employers and supervisors.
Chapter Summary
The purpose of this study was to examine job satisfaction and motivation of ECCE
professionals within the context of Herzberg et al.’s (1959) two-factor motivation theory. This
chapter summarized the research study, providing details concerning the participants, data
collection, and data analysis methods. It reviewed the qualitative phenomenological research
methods, seeking to explain the essence of the participants' lived experiences and retention
phenomenon at a DoD ECCE center in the Southern United States. The next chapter will present
the findings of this study.
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Chapter Four
Findings
We are today what we are taught as children.
– ECCE Professional, Southern U.S., 2021
In this chapter, I present this study’s findings, which explain the context of the
participants’ lived experiences related to their motivations to stay in the ECCE profession. The
following three main themes emerged from this study: (a) teaching is divinely inspired, (b)
program structure as a determinant of success, and (c) healthy work environments. In addition, I
uncovered 11 sub-themes, which will also be revealed throughout this chapter.
Results and Themes
The purpose of this study was to examine the job satisfaction and motivators of ECCE
professionals who have worked in a Southern U.S. military ECCE program for 5 or more years
using Herzberg et al.’s (1959) two-factor theory of motivation. For this qualitative study, I used a
hermeneutic phenomenological approach to investigate and reveal the fundamental nature of four
ECCE professionals' lived experiences during their employment. In the sections that follow, I
detail the participants’ lived experiences related to each theme and its respective sub-themes.
Table 4 details key demographics and additional information for the four study participants.
Table 4
ECCE Professional Participants
Pseudonym

Gender

Age

Primary
earner

Years in
profession

Education

Work outside of
military ECCE

Max

F

54

N

36

BA

In-home care provider, 3
previous CYP locations

Ellen

F

46

N

21

BA

YMCA

Preschool

Karen

F

57

N

33

AA

Elementary school
paraeducator

Preschool

Bernadette

F

60

N

31

CDA

Banker

Preschool

71

Age of
children in
classroom
Preschool

Max
Max is a military spouse and has worked in the profession for 36 years, the last 23 of
which have been at this location. She has a BA in Education and the majority of her career has
involved working with children in some capacity. Max initially started working in ECCE
because her son was in the program; now, she considers this profession her life’s work. In
addition, Max mentioned how excited she was to have her grandchild in the program.
Ellen
Ellen has worked for the program for 21 years and has a BA in Elementary Education.
Prior to working at the DoD facility, she worked for YMCA. She comes from a family of
educators, and always envisioned herself working in education in some capacity. When her
military spouse was stationed to the installation through a random opportunity, she was offered
the position and has worked there ever since.
Karen
Karen is a local resident with no military affiliation. She started working for the DoD
program in 1986, as her children have gotten older, she continues to work in ECCE. Through her
work at this DoD program, she has obtained her Associates Degree in Liberal Arts.
Bernadette
At the time of the study, Bernadette has worked in military programs around the world
since 1989. Prior to her work with DoD, she worked for Corporate America; however, when her
husband was stationed overseas, she could not find a corporate job and her children were young,
so childcare was a natural fit given the situation.
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Theme 1: Teaching is Divinely Inspired
The first theme represents the deep connection between the professionals I interviewed
and their chosen profession. I posed the question, “What are the fundamental motivations that
cause you to continue working in early childcare education?” Each participant felt they were
honoring their life’s purpose and upholding their personal and spiritual values through the act of
caregiving. In caring for children—more specifically military children—they felt that they
contribute meaningfully to the difference they want to make in the world. Among those
interviewed, there was a palpable sense of gratitude to the parents serving in the military. The
ability to give back to them by caring for their children provided a deeper sense of purpose.
Moreover, they found strength and authenticity in giving back to those who serve our
country. The calling to a profession in childcare work aligns with the difference they want to
make during their time on earth by nurturing, shaping, and molding the children of the men and
women who put their lives on the line for the good of the United States. These professionals
opened their hearts to these little ones and became part of their legacy. Furthermore, their ability
to be vulnerable with the children and parents allowed a deepened sense of conviction to this
work. When these professionals spoke of their profession, it was evident that they created a
strong bond with their work. By talking about their experiences working in the same center for
more than 5 years, these professionals conveyed an evident affection for their career. In many
spiritual traditions, people are each born with innate gifts to share with the world and only need
to be open, present, and choose to act on these gifts. Their conviction that “this is their place in
the world” (working at a military childcare center) was profound.
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Participants reported a feeling or calling that divinely inspired and aligned them to
working in this profession. Ellen described how she could immediately tell when someone was
hired if they were going to be short- or long-term employees.
They know they belong [in childcare], and they just “get it.” I know right away if
someone “gets it,” if they belong [in ECCE], and will become part of our program's
fabric. You can tell how they interact and talk with the children, their comfort level, their
energy when they walk through the classroom door. You know, and they [divinely
inspired educators] are rare.
In addition, Karen described how she had always felt a calling to the profession:
I believe in God, and he guides me in everything I do, and I know this is my purpose
[ECCE]. When my children were young, I wanted to find a position that allowed me
flexibility with their school schedule. Here I am, 33 years later, and this is still what I
want to do every single day. Even when I retire, I’ll probably still work with children in
some capacity. It is what I am meant to do.
All four participants indicated ECCE is a calling that was divinely inspired and that the
ability to successfully work with children is a skill these professionals are gifted. The most
common responses as to why they were called to this profession were a desire to work with
young children, a sense of pride in serving the military community, and shared accomplishment
in partnering with parents. It all ties back to helping others as ECCE gives these individuals a
life's purpose and way to make the world a better place.
Sub-Theme 1: Working with Children is a Calling
The first sub-theme is evident through the responses provided to the following question:
“What motivates you to continue working in the field of early childcare education?” More than
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an imposition, it is a desire for the DoD ECCE professionals to work with military children.
Every participant indicated that they enjoy working with children. Doing this work gave them a
sense of purpose to contribute to future generations’ nurturance and development.
Moreover, witnessing the children’s growth and development represents an important and
exciting motivation since it gives meaning to their work immediately, but also in the ways in
which it affects the relationship between the caretaker and children. This relationship is
impactful and will linger well into the future. While the phenomenon of finding one’s calling can
often be an abstract or ambiguous process, this sub-theme is indicative of actual enjoyment and
desire ECCE professionals experienced that motivated them to continue in their field. However,
these experiences were also predicated on far-reaching implications for future generations, some
of which might be more intangible, which falls in line with Herzberg’s theoretical premise of
intrinsic motivators.
Participants were asked to elaborate on the following question: “What has influenced
your decision to stay in this profession?” All participants shared lived experiences with stories of
children that had impacted their decision to stay in the profession.
I’m here for the children, first and foremost. I feel that the door was open for me to work,
and I'm going to do the best that I can, you know, for the children. My daughter said,
“You inspire me, Mom [for doing this type of work],” and that makes me feel really
good. I want to help them [the children] and be that support they need. These are my
babies, and I love them just like they are my own [children]. I check on them when I’m
sick because I worry when I’m not at school. They all call me Mimi, just like my
grandchildren. These are all my babies, and I love them all. (Bernadette)
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Ellen talked about the importance of being invested in the children and their socialemotional development:
I’m good at what I do. Teaching is not easy. Watching children actually hit a milestone
and watching them grow emotionally and socially, those kinds of things in there, that's a
huge reward for me. And it takes a long time with children this age to be able to see that
sometimes. But by the time those kids are transitioning up to another room or going to
the school system, you're getting some of those rewards that I think are amazing.
Furthermore, Karen described the connection she has with the children and the value of
seeing them learn, grow, and succeed:
The children are amazing. You get to experience new things with them for the first time
and help them learn and grow. Then, when they master something they’ve been working
on and have that breakthrough, it’s so exciting. Knowing I get to help shape these little
people is exciting and rewarding. Even when I’m having a bad day, I walk in the door
and see their faces light up, and that makes it worth it.
The relationship between teachers and children leaves a strong impression on the children
and impacts their future development into adulthood. As time passes and children grow up, these
professionals are proud to be remembered as an essential part of the children's lives and growth.
There was a child named Cory. Cory got kind of attached to me, and I was attached to
him. He was really great; he was my little buddy. And now, with him being grown and
driving a car, he still remembers me. “Oh, yes. I remember Ms. Bernadette, she's my
favorite.” When I see Cory now, and he remembers me and thanks me and tells me that I
was his favorite, and I know I’ve set him up for success, and that makes me proud.
(Bernadette)
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Max expressed the significance of how her current position supports children’s
development, which in turn sustains her future:
Because I just really believe that they're going to make progress, and we have an impact
on their lives. I mean, anybody that knows [child development] the first 5 years of
development are critically important. So, we have to impact that child in the most
positive way possible because that's our future.
This profession includes performing multiple activities with children in their classroom
every day. Teaching the center’s rules to the children and understanding each child’s behavior
are examples of activities that enhance the professional’s motivation, keeping them attached to
their jobs. Apparently, teachers’ motivations are nurtured through these daily chores, which are
part of the work itself:
[Just] this morning, he [a child] and I [were working together]. I had to teach him that the
rules in my house [at school] were not the same as the rules in his house…things that
were okay when he's at home will not be okay when he's at school. However, teaching
him that he can still get love at both places [even if my rules are different]. He's still
going to get all his needs met [while at school]. He's going to be in a safe place in there
[at school], but he still has to adapt a bit on his end to the school rules. And for me,
working with him was just re-teaching some of those behaviors, giving him the tools to
have the behaviors that I want him to have in my classroom. I teach those tools. I feel like
the classroom is my place away from the real world. And it is a place that I can be
myself. I can be fun and have fun. I can do all those things that I wish I had had a teacher
do for me. And I really enjoy that aspect. (Ellen)
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Young children can have difficulty understanding that behavior that is acceptable at home
does not always work at school. For example, at home, crying for what the child wants might
work for them. However, they need to use their words to get what they want at school. In both
instances, weeping or using words will get their needs met in different places. Teaching children
those skills is essential and is something that children must master. Ellen’s ability to help
children with those fundamental skills brings her joy. In fact, working with children and helping
them in those moments is fun, and she feels that it allows her to be herself.
From her experience working with children, Karen reported a similar sense of satisfaction
because she is supporting children at a foundational point of their development and who will one
day be the future of the nation:
I feel like early childhood [education] has the most important role in getting that child
ready for school because we're with them in the formative years. They're learning
language and social and emotional skills. They learn to trust, and it’s important they trust
the caregivers. We have some [children] that are there [ECCE program] 10 and 12 hours
a day. Now, who's going to influence them the most? We do, we are going to influence
them a lot. They [the children] have an impact on why I stay because I feel like it's
influencing our future.
Sub-Theme 2: Giving Back—The Honor of Supporting Military Families
Regarding the second sub-theme, I asked participants, “Does working for the DoD and
military families influence your decision to stay?” and “Does serving military families motivate
you to continue working in early childcare education?” Their responses demonstrated that they
feel a powerful sense of duty and contribution to our country because of their military family
connections. This sense of belonging to a larger organizational culture influences their
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motivating factors to stay. Although all of the professionals support military families by sharing
childcare responsibilities, some also have a personal connection to the military by either being a
navy spouse themselves, being a child of military families, or having children who participated
in military ECCE programs. Through the ties that link them to military families (the children),
participants felt honored to be a significant part of them in their profession which is a larger
subculture of the military community. For example, Bernadette declared, “I am very proud that I
work for military families. If I can do my part to make their life easier, then I feel that I have
contributed and done my job.”
This sense of pride translated to a phenomenon in which the close-knit military
community acts as a natural retention mechanism to keep ECCE professionals engaged and
connected with families. For example, participants felt that they are actively involved in and
contributing to the military family itself by assisting in the daily activities of the spouse who
remains with the children while the other spouse is away:
Serving the military community is personal to me and really important to me. I think it's
important. I think it's a service that allows me to give back to the community in a way
that not everybody gets to, and create a safe environment for military children. So, their
parents can be focused on keeping us safe. And so, for me, I think that's huge. (Ellen)
Max echoed this idea, expressing a sense of comfort, dependability, and accountability in
terms of how military ECCE programs allow them to give back and fully contribute to the
betterment of society:
I think it’s always, in the end—it’s all about the children and pleasing the parents and
making sure they can have the peace of mind to leave their child in my care. When they
walk out that door, they shouldn’t have to worry about their child. They should know that
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whoever they place their child with on that day, or for that week, or for that month, or
that year, they can be comfortable enough to go out and do their job and serve our
country. Their babies will be safe and cared for while they are away.
The sense of duty and the satisfaction of having done their part to serve the military
community is a clear source of motivation for these professionals. Part of the DoD CYP mission
states that when military members are confident that their children are safe and in good care,
they can better concentrate on fulfilling their military responsibilities. These professionals have a
sense of pride and inspiration to work hard for military families since they ensure our freedom.
Furthermore, as integral stakeholders, existing ECCE professionals can welcome new
professionals into the military community, thus establishing a pattern of retention in the future.
Sub-Theme 3: The Satisfaction of Sharing with the Parents
Another aspect of the fulfilling, purposeful connection to the ECCE career is building
relationships with the parents based on the ongoing exchange and shared interests of the child’s
success and progress. Because the children spend their waking hours in the professionals’ care,
and because the professionals are such an integral part of the children's development, the
professionals are invested in each child's life and outcomes just as a parental figure would.
This caregiving phenomenon of acting as an informal parental figure while taking on
significant responsibilities and assuming a role akin to a parent manifested itself throughout the
study in the retention of ECCE professionals. Participants clearly derived great inner satisfaction
in assuming this role, thus aligning with the overall theme of teaching servicing as a source of
divine inspiration.
First, I asked participants, “Can you describe what it is like working with the parents?”
Next, I posed the following question: “Do the relationships you have with the children’s families
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influence your decision to stay?” Overall, it was evident that the professionals felt shared
satisfaction and pride with the parents. Experiencing the achievements and development of the
children and taking an active role in the rearing of these children is a source of job satisfaction
and therefore is a fundamental factor for remaining in the profession:
I like being able to tell the parents, “This is what they’re [your child] doing and how they
are progressing.” When a parent is deployed, oftentimes they are in a completely
different time zone. So, I will leave the classroom computer on and tell them to Skype if
they have time. When they get a glimpse into their child’s life, you can tell it lifts them. I
like to be able to give my parents those opportunities. It means the world to them, the
child, and me to see the joy it brings. (Max)
Similarly, Bernadette voiced the value of having parents confide in them, especially those
who are displaced from their children, and for receiving praise and gratitude for being an active
part so many families:
Hearing from parents: “You raise my child, and we just love you.” When I hear things
like that, and when I’m out in the street, and I see how the children in my care grow up to
be wonderful, wonderful adolescents and adults, you know, outside of the circumstances
that they have to go through. It’s tough being a military child. They endure a lot and they
leave people they love often. To know that I’ve made an impact on that family and made
those military families lives better is powerful. You know we become part of their family.
We talk to these families every day. The military families participate in a lot of [CYP]
events and are in the program a lot. These military families are often far away from their
family, and so we become their sounding board. I’ve had parents share all kinds of
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personal information with me because I become that one consistent person in their life.
That relationship is very important to me.
The importance of the relationship between ECCE professionals and the families served
was evident through the interview process. The professionals are connected to their families in
deep and meaningful ways.
Summary of Theme 1
I identified the first theme after receiving responses to the following question: What are
the fundamental motivations that cause you to continue working in early childcare education?
This theme illustrates the primary attachments that DoD ECCE professionals experience while
working with the children of military families. First, these professionals are highly motivated by
their interactions with children, teaching them the rules, and watching the children’s evolution
and growth. ECCE professionals assume an active role in raising these children and become
invested in their success. Second, their work in a military program makes them feel pride in their
sense of belonging to a group and are honored to serve the families who protect and serve our
country. It has been said that it takes a village to raise children. These professionals become the
village—a form of extended family—and are entrusted in the lives of the children and parents.
Lastly, ECCE professionals delight in their ability to fulfill a social duty. In other words, they
share the responsibility of caring for and educating children when a spouse or both parents are
serving.
Theme 2: Program Structure as a Determinant of Success
The second theme presents how the program structure of their current DoD ECCE
childcare program impacts their professional experience. Military childcare programs are highly
structured with access to subsidized formal education, detailed and continuous training
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programs, clearly written policies outlining expectations, and a structured curriculum that
provides a more stable experience for the children. Every staff member has the opportunity,
guidance, direction, and focus, which makes the job enjoyable.
Three sub-themes emerged when I asked the participants about how aspects of their
organizational culture impact their decision to stay. I was particularly interested in their views on
the military childcare center's policies and career development and progression opportunities.
These sub-themes include elements of achievement. The professionals are adequately set up for
success in their roles due to accountability in terms of clearly defined organizational goals and
expectations and an ability to access training resources.
Sub-Theme 1: A Commitment to Lifelong Professional Training
I identified the first sub-theme based on how participants responded to the following
question: “How does the DoD’s commitment to education and training influence your work and
career?” All study participants gained work experience and formal training due to the military
programs. Moreover, they each obtained either a CDA certification, an associate degree, or a
bachelor's degree in education free of charge. Bernadette stated, “I just renewed my CDA for
three years, we all have some sort of education. You either get a CDA or your associate’s or
Bachelor’s, but we all have some sort of formal education.” Furthermore, Max declared that she
“got a bachelor’s degree in early childhood education while working at the facility.”
Because they work for the DoD, regular formal training sessions have become part of
their career formations and routines. Once or twice a month, military ECCE professionals
partake in compulsory training as required by DoD policy and procedure. In addition to this
training, they have the opportunity to grow professionally by enrolling in free and subsidized
non-compulsory courses that are provided by the childcare center. The education is a
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combination of formal and informal training. By leveraging established trainings, protocols, and
systems, professionals were afforded ample opportunities to grow in their profession, in turn
providing a further source of community and retention. As will become evident in this subtheme, this phenomenon was not always evident in terms of participants’ experiences in the
private and nonprofit sectors, both of which may not have built-in and consistent training and
development opportunities.
For example, the DoD has a partnership with The Ohio State University. Through that
partnership, the Virtual Lab School (VLS) offers professionals research-based career
development opportunities. The VLS tracks are based on 15 core content courses of which 13
align to the content required to obtain a child development associate degree. All military ECCE
professionals are required to complete all 15 classes within the first 18 months of being hired.
Once the modules are completed, the employee receives a pay increase. The military also
employs lead teachers who float in and out of classrooms and provide informal mentoring and
training sessions. Each facility has a training and curriculum specialist who offers a combination
of formal and informal education. Some of the activities are guided by regulations, while others
are determined based on observations and identified needs.
The study participants indicated that they are satisfied with their childcare program’s
structure and the continuous training they receive through their jobs. From the intensive training
during onboarding through their currently offered and mandatory courses, every professional has
realized how vital attending these training programs is to their overall job performance and
ongoing career development. The program made efforts to teach them job-critical skills before
and during their direct work with children. The experience of working in this particular childcare
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center was unique as it differed from the previous experiences some participants had at other
non-military childcare centers:
[The military experience was] nothing like my first teaching experience. I was hired at a
local YMCA. I was hired and placed in a massive wooden floor room with huge windows
on the second floor. There were about four or five shelves in it, some toys, and a couple
of maps for exercise. And that was my classroom. There was no training; there was no
orientation. It was: here is your classroom. And here are the preschool children that you
are going to educate. We hope you have a curriculum to do that or figure something out.
It was a very stressful experience. (Ellen)
In addition, Karen described her training experiences out in the community:
When I worked in the school district, I don't feel like I got too much orientation out in the
school system at all. I'm placed with a teacher, and I basically do what she did or had me
do. So, it was really just dependent upon the teacher I was placed with. There were
school policies in a handbook that were handed out. There is a better orientation with the
government. The onboarding orientation is a week-long process, plus we get annual and
supplemental training.
The participants pointed out the intensive nature of the onboarding process throughout
the military childcare enterprise. It took more than 40 hours of training before they were allowed
to work directly with children. Once they were allowed to teach, there were two other staff
members nearby to tutor and support their early interactions with children.
The onboarding process here is intensive. When you are new, you must do 40 hours of
training before you ever see a child. When you walk into the room, you have been
trained. You have a mentor and lead teacher that support you. (Ellen)
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However, Bernadette expressed the value of receiving in-depth training—not only in
terms of subject-matter knowledge, but also in other areas including social-emotional
competence:
All my training and education have been through the military. In the beginning, when I
first did the CDA, it hit all the areas that we needed to focus on, like social, emotional,
math, science, language, physical, cognitive—the developmental domains. The training
received through the military is great and has certainly helped me in my profession. It
answers so many questions because children change over the years. The training and onthe-job mentoring is great and really helps me to perform my job well.
Moreover, ECCE professionals can grow professionally by participating in training that is
not compulsory, which allows them to personally pave their professional growth path. There
exists a sort of independence to educating oneself:
We have a really nice training room, and all the programs that are available are listed in
the training room. We can go in and find any kind of upcoming training from different
forces there where we can educate ourselves. And also, they're provided by the trainer.
Training is provided by her to essentially supplement those things in there. And then we
also we get notifications via email of classes that we want to take. (Ellen)
Professionals receive extensive benefits in the ongoing, on-the-job training provided.
Employees report satisfaction in performing their jobs with the right tools, skills, and structure.
Additionally, professionals have access to non-mandatory training programs. These programs are
often sought out and utilized, signifying a desire for knowledge and a drive for ongoing selfimprovement.
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Sub-Theme 2: A Safer Standard of Care
All but one participant had worked in early childcare outside of the navy. The
participants agreed that the policies, processes, and procedures put in place by the DoD far
exceeded what they had experienced in the civilian sector. Because of this, the quality and
consistency of the care provided in their current facilities were superior to what they had
experienced working for other childcare programs. The participants expressed that the policies,
processes, and procedures prepared them to adequately perform job duties (as compared to
similar jobs outside of the military). Moreover, they felt satisfied with available program
resources and felt prepared for success in their role:
The military has a higher level of care. There's a lot of rules and guidelines and
regulations that are set in place that we don't see in other facilities. I think that that kind
of sets us apart. It gives us a clear expectation of what we need to do in our job, kind of
as a human and with the children. We have good staffing, you know, staff-to-child ratios.
We have the items that we need in the classroom that are always available to us. If we
don't have them, they're going to be getting them. (Ellen)
However, Max noted the challenges of making sense of the litany of policies and
regulations in place, but seemed to understand that they were there to instill a sense of safety for
parents and their children:
Sometimes the rules and regulations can get annoying and difficult to remember and
manage, but our boss always reminds us that they are in place to protect the families and
us. The policies for extensive training, the policies on inclusion, the multiple inspections
the program endures are all about ensuring our families receive consistently high-quality
care. I like that the policies ensure we are safe and the children are safe.
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Another policy concerns the number of teachers and caregivers present in the classroom
based on the number of children. Every 12 children must be supervised by at least two caregivers
and one teacher. This a preventive measure, assuring the presence of two people in the event the
teacher must tend to an unexpected situation or to a particular child. The child to staff ratio is
higher in military programs than in community-based care:
We also need to protect ourselves with children. Like I said, on the outside, they could
have one person with 12 children, but we have to have two people with 12 children. You
have to have two caregivers at all times in a classroom because it might be a time when I
may come in, and I'm not feeling too good or whatever. And I need somebody to pick-up
with that. And we have that. The navy tries to look out for us also by having us make sure
that we're okay. Because if we're not okay, then we can't do our very best to serve the
military family. (Bernadette)
In summary, the program policies are designed to provide exceptional service and care to
the children enrolled in the childcare program and provide the professionals the necessary tools
and resources to perform the job. Excellence is the standard for the military childcare centers,
and the ECCE professionals agree with this commitment.
Sub-Theme 3: Highly-Structured Curricula
The experience of working for military childcare is characterized by the thorough
structure presented in the curricula, which dictates how ECCE professionals must teach, care,
and behave while in their roles. Working in a military childcare facility requires a certain
accreditation level. The content is targeted to appropriate child development standards with a
commitment to providing a high-quality education to children in military families. Detailed,
structured guidelines are promoted through the training sessions and give the necessary
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behaviors, skills, knowledge, and capabilities professionals need when working with these
children:
Experiencing the curriculum and the teaching process, the ECCE professionals feel a sort
of relief since the study program that they must follow is structured in such a way that
they have no doubts as to what they should teach and what they should expect from each
child according to their age and development. I don't want to be a babysitter. It's really
important for me as an educator that I have a sound assessment program to work with my
children. So, I know what I'm educating them on, where I need to go with that, and how I
can best prepare them. So, I'm not just refereeing in a classroom. (Ellen)
The experience of working in a military childcare center allows these professionals to
represent a resource for military families and their children. Given the military family structure,
where one spouse is in active service outside of their city, the ECCE professionals support the
spouse who remains with the children. Given this phenomenon of the parallel structure of
military families and structured curricula, it is easy to understand the high level of organization
and structure present in the military childcare programs, specifically in how they teach and care
for military children:
We are mission essential because of the structure of the military family. It’s always one
person that's gone and the other one is left behind, and there's a lot of struggles and
stresses there. We are there to help bridge that gap. We are there to help that family
member who was left behind having to deal with whatever struggles that they're going to
deal with. We have to be professional, to be the best and be all that we could do for the
service member’s family. (Bernadette)
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The participants reported satisfaction in the program's high standards, which gives them a
sense of pride in their very active role in supporting and educating children of military families.
The participants appreciate the clearly defined lesson plans and the training so that they can be
actively involved as educators.
Summary of Theme 2
In summary, the second theme illustrated the high performance expected from ECCE
professionals in military programs. Moreover, it demonstrated the corresponding value and job
satisfaction that professionals feel as a result of the high expectations and program structure. The
compulsory monthly training programs, the highly structured curricula and programs, and the
strict guidelines aim to ensure that military children receive the best education possible.
Furthermore, these ECCE professionals have professional development opportunities through
non-mandatory training courses, providing them with significant education that enhances their
performance and the level of care they provide to the children.
Theme 3: Healthy Work Environments
The third theme explores working conditions and the resulting motivation that the
participants experience in the military programs. Overall, they reported that creativity, effective
and knowledgeable support systems, and significant relationships were essential in their
workplace environment. Moreover, these characteristics affected their commitment to the team.
The participants appreciated the culture of feedback, respect and recognition, and the level of
support their direct supervisor gives them. They also reported a level of pride and satisfaction in
working for the federal government. Five sub-themes emerged when I asked participants about
their working conditions, which are covered in the sections to follow.
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Sub-Theme 1: Supportive Atmosphere and Creative Ecosystem
Faced with a particular situation when working with children, the participants felt secure
in the help that their peers and director provide. Karen affirmed, “I love this place. There is a
good professional team, professional people that I work for. I will stay here until I retire.” Max
also noted how this sense of security allowed for creativity and championing each other’s ideas:
We can try anything here without fear of getting in trouble or being told it is a bad idea or
we don't have funding. Our preschool classroom has built a rocket ship and created a
solar system out of paper mâché. It’s also been an ocean, a car lot, a tree house. We are
always trying something new. When we tell our trainer or director that we want to try
something out of the box, they get excited and start gathering the tools. Everyone
supports each other's ideas. We all want the same thing. And, at the end of the day, that is
providing that experience for the children.
In line with Max’s viewpoint, Ellen expressed that a supportive environment not only
allows for self-expression, but also constructive feedback and guidance on how to further
improve and think through their ideas:
It's an environment where we can be ourselves and be out of the box or do things in a
way that we see fit to some extent. And be able to get guidance because we have all these
other positions. So, I have a trainer, I have a lead, I have all those other people. They can
give me guidance on trying something different if something isn't working, and I don't
always have that in an outside facility or the ability to do that.
Sub-Theme 2: Joy of Being Part of the Team
The participants commented about the great relationships they maintain with their peers,
which is a significant sign of work satisfaction. Although Bernadette noted that there are “a wide
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variety of personalities, some good, some bad—you know some, you have to take her with a
grain of salt—and some are just absolutely wonderful,” participants overall seemed to enjoy
working as a team and exchanging opinions and impressions with their former and new coworkers:
I have a great relationship with my peers. There's still some of us who have been here for
many years. I think that we share a good bond because they're kind of lifers here and we
don't see that anymore. And the younger girls that come in, I can build a good
relationship with them because I like to have fun. We like to cut up, make it fun, you
know, easy to kind of hang out here and not always so serious as it is when you're in a
classroom. And I think that's allowed us to establish good bonds here. (Ellen)
In addition to the cognitive support, participants described the affective support they feel
while working in the center. Respect and recognition of the work done are based on the positive
environment in this military center. Such ambiance is mainly due to the close relationships they
maintain with children and parents, and the respect the participants feel in their relationships
with their superiors:
The morale is high. I think you're not going to have better bosses to work for or a better
support system. Nor are you going to get better training. There's respect there. I would
say that the center kind of corrupts me cause I'm going to say no, I will not leave here. I
mean, I've gotten good training. I've gotten compassion. I just, I couldn't ask for a better
center. (Bernadette)
Sub-Theme 3: Significant Leadership
Study participants described the support they receive from the center’s director, with
whom they expressed a close and positive relationship, and the significance of having someone
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actively invested in their growth and development—just as they were with the children. This
phenomenon of reciprocal support was particularly evident in how Bernadette expressed the
importance of a supervisor who is highly family-oriented and the residual impacts this ability to
confide in another has on her choice to stay in the profession:
I have a really good relationship with my supervisor, and I feel that I can go to her office
at any time, you know, providing that she's not in a meeting or I'm not busy, and sit down
and close the door and say, “Can I talk?” Yes, I feel that I can do that without any, you
know, attributions or feeling, you know, bad or whatever, and I can sort of speak my
mind, and I do. I can talk to her about my children. We are both very family-orientated.
So, when we talk, it’s not always business all the time. You know, sometimes it's just
talking, just sitting down and just talking about other things besides kids. I have a very
close relationship with her. If there is a problem, you can make an appointment, sit down
with the doors closed and have a conversation. She is very approachable. If I didn’t have
a positive relationship with the director and staff, I would not stay.
Furthermore, Karen noted the importance of how leaders challenge ECCE professionals
to cultivate a positive environment by not only providing work-related feedback, but also by
being personable and evoking feelings of positivity, comfort, and togetherness:
The most influential ones, the ones who really helped me most in my career are my two
directors and my trainer. So those are the most positive influences that are always
encouraging to me and always give me feedback. They are very professional yet
personable. I feel positive vibes there for me; it's positive. I don't have a type of work
relationship where I don't feel defeated all the time. And I feel like they try to work with
us once they get to know people. Sometimes it takes a while to get to know people. They
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try to work with us in a positive way, yet encourage us to work on things that were not so
positive. (Karen)
Sub-Theme 4: Acknowledgement of Performance
Since deciding to work in military childcare, the participants commented on the extent to
which they receive feedback recognition for their efforts. The director and their assistant
perform monthly evaluations and use the information to help write the half-year and end-of-year
evaluations, both of which provide consistent opportunities to acknowledge staff performance.
All ECCE professionals confirmed they regularly receive positive feedback. The lead teachers
provide daily feedback while going through each classroom; the trainer not only gives formal
quarterly feedback sessions, but also spends time weekly in the classrooms and provides
informal and formal acknowledgment of performance. Therefore, it was apparent that feedback
was provided consistently:
Compliments are also part of the exchanges between leaders, directors, and teachers: if
they see you handling a situation with a caregiver or such or scheduling or anything like
that in a good way, they give you a compliment or say nice job, you know, etc. If I
struggle with something, they make time in the day to see me, like no matter what, even
if they're in a meeting, they have time to give feedback and they compliment me or tell
me to try it a different way. So, I feel like it's [feedback] just pretty much ongoing.
(Karen)
However, Bernadette felt there was insufficient positive reinforcement from the lead
teachers: “The leads, no. Definitely no, on the leads…. It's been a while for [the supervisor], but
the leads, no, not at all. And that's disappointing to me.” Furthermore, Ellen noted that
recognition was not always delivered in the most professional and appropriate manner:
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Yes, it [the compliment] was recently, and again in front of several people. We were just
setting having conversation with multiple people there. And she just made the comment
that if you want your classroom managed well, then we know that Ellen's the one who's
going to do that. And she gave examples of how I have been successful in those things.
And just kind of in a general conversation. (Ellen)
Sub-Theme 5: Federal Employment and Salary
The last sub-theme concerns the participants as federal employees, which they felt was a
significant achievement in their professional careers:
Being a federal employee has its perks. We get benefits, get paid higher than out in the
community, holiday pay, leave, and 59s [approved time off]. I like working for DoD.
And when you tell people you work for DoD, people are like, ‘Oh, federal employee.’
Like I said, it does have its perks. (Bernadette)
Interestingly, in the participants' experiences, their job satisfaction includes both
workload and salary. However, they revealed that both factors diminish when compared to the
pride in the work they accomplish. In other words, the job itself is the primary motivator and its
characteristics (e.g., children's growth, parent relationships, and assisting military families). Due
in large part to the phenomenon of a dual sense of accomplishment—as federal employees
serving their country and as role models in service of children and their families—they are not
interested in leaving even if they were to have a lighter workload or make more money
elsewhere.
Once they get their [training] modules done, they’re at $15 an hour. I’ve been there 23
years, and I’m just at $18. Think about it. And some of them don’t have any experience.
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But once they do those modules, they bump them up to the $15, $14, or whatever.
Sometimes, you have to think. (Max)
Summary of Theme 3
A positive work environment where feedback and recognition are a regular experience of
workplace culture is a definite perk of the job, especially compared to past experiences at other
facilities. Such an environment is composed of the following factors: (a) a robust cognitive
ecosystem where it is always possible to obtain additional education and support to improve
professional performance; (b) affective support, which may be intangible but is nonetheless a
substantial factor that is felt by the professionals in their workplace relationships and daily
interactions with children and families; (c) the peer relationships these professionals maintain,
allowing for mutual respect, help, and support; and (d) the support of the center’s director, which
is a critical factor that plays a meaningful role in the health of the work environment.
However, recognition is not a factor that all participants received; in some cases, the
frequency of compliments and awards from their superiors for their job performance was
inconsistent or infrequent. The frequency of formal evaluation may overshadow the need for
informal recognition. However, it is also possible that this is a natural human reaction and not
necessarily a reflection of this program as many people do not feel they get the recognition they
deserve at work.
Lastly, their salary does not seem to play a conclusive role in their decision to leave or
search for alternative jobs. In other words, the low pay is not a large enough factor for the
participants to leave their jobs. When choosing to remain in their roles and profession, salary is
not a determining factor.
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Chapter Summary
In this chapter, I presented the data that I collected and the findings of my qualitative
research. I gave context regarding the validation of the information I collected, how I applied the
hermeneutic phenomenological approach to the data analysis process, and the synthesis of
textual and structural descriptions that followed. I provided examples of the participants' lived
experiences as they relate to their motivation to remain in the ECCE profession with the military.
Three themes emerged from the data analysis:
1. Theme 1, teaching is divinely inspired, included three sub-themes that illustrate the main
factors leading professionals to remain in their profession. While working with children,
these professionals develop an attachment to the children and their growth and
development processes. Additionally, they gain satisfaction from being part of the
military family and supporting these families during deployments.
2. Theme 2, program structure as a determinant of success, described the military programs'
structure that must be followed in the childcare center. The policies of these centers aim
to protect the children and the ECCE professionals who care for and teach them. The
professionals partake in monthly compulsory training to keep them updated on best
practices regarding childcare and education.
3. Theme 3, healthy work environments, revealed healthy relationships in this military
childcare center. Superiors, peers, and parental interactions are present in their daily
work, and the participants value those relationships.
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Chapter Five
Discussion
High-quality early childhood programs can boost the upward mobility of two generations
by freeing working parents to build their careers and increase wages over time while
their child develops a broad range of foundational skills that lead to lifelong success.
– James J. Heckman, 2013
In this study, I examined the experiences and career motivators among the participants.
My main objective was to identify which factors motivate them to remain in their current roles
despite ample research that mainly indicates reasons leading to the decision to leave the
profession. There is little research on why some choose to stay in their roles as ECCE
professionals. Therefore, I sought to identify and describe the factors that motivate them to
remain in their jobs. Given the limited number of studies which have addressed this problem, the
current research and its studied phenomenon could be a meaningful contribution to the extant
body of research.
Furthermore, learning why ECCE professionals choose to stay in their profession could
benefit the general environment that guides military childcare services, indicating positive
elements of the job and identifying the negative factors worth reviewing. Understanding which
factors compel ECCE professionals in the workplace could play a vital role in retaining highquality caretakers for our nation's children. Moreover, the COVID-19 epidemic is a stark
reminder of their fundamental role in caring for and educating military children, particularly so
that essential workers and military personnel can remain on the front lines.
In this chapter, I discuss the study findings and the subsequent theoretical and practical
implications, followed by recommendations for future research and concluding remarks.
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Analysis of Research Questions
The purpose of this study was to investigate the lived experiences of ECCE professionals
at a DoD program in the Southern United States and identify important factors that motivate
them to stay in the profession. I used the following overarching research question to guide my
study: What are the lived experiences impacting the decisions of ECCE professionals to stay at a
DoD ECCE center in the Southern United States who have been in the profession for 5 or more
years?
In addition, I explored two secondary research questions, which were as follows:
Q. 1.1: What are the fundamental motivations that cause these ECCE professionals to
continue working in early childcare education?
Q. 1.2: What work experiences or aspects of the organizational culture influence their
decision to stay?
In order to answer the research questions, I completed interviews and subsequent analysis
and identified three emergent themes: teaching is divinely inspired, program structure as a
determinant of success, and healthy work environments that helped explain the participants’
lived experiences and the reasons behind their decisions to remain in the ECCE profession.
Throughout this section, I incorporate the most prominent themes as they relate to each research
question.
Consideration for Primary Research Question
Regarding the overarching research question, themes 1 and 3 provide support related to
the ECCE professionals' motivations to stay in their work. Theme 1 (teaching is divinely
inspired) reveals the intrinsic motivation felt by these professionals. Specifically, this intrinsic
motivation is related to two factors: (a) the gratification they derive from working with children;
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and (b) the satisfaction they receive from working for military families in a military CYP
program. The study findings support the idea that there is a deep connection between the
professionals I interviewed and their chosen profession. Theme 1 in particular harkened back to
the participants’ experiences of their intrinsic motivation to accomplish their work with military
families. The call to the work demonstrates that these professionals enjoy teaching and working
with children but also share the pride of being an integral part of the military family. This type of
“life satisfaction” is consistent with the outcomes reported by McDonald et al. (2018), where the
authors referred to intrinsic rewards as one of the three reasons why educators stay at their
workplaces. ECCE professionals perceive an intrinsic reward due to their satisfaction of helping
the children develop. Simultaneously, they feel rewarded because of their contribution to the
military families they serve.
Furthermore, the sense of purpose and belonging to the military family were two features
I observed in my findings. Working with children through the participants’ daily activities brings
them enjoyment and pleasure. Such actions provide these professionals with the following
motivations:
•

A sense of purpose,

•

A sense of belonging, and

•

An exceptional opportunity to impact the children's lives and future development.
Such features are sources of inner motivation and job satisfaction that continuously

reinforce their decision to stay in the profession. These results are in line with McMullen et al.
(2020), who found that having a sense of belonging to a community of practice may promote the
well-being of early childhood professionals, thus improving the quality of professional practice.
In addition, job satisfaction is enhanced when these professionals are afforded professional self-
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development opportunities through non-compulsory training. This finding supports the outcomes
of Cavazos (2017), who found that early childhood professionals “were genuinely dedicated to
their profession, provided a higher quality of developmentally appropriate learning by selflearning early childhood best practices, and sharing [sic] their knowledge with their collegiate
team” (p. 107).
Lastly, Sumsion (2002) highlighted the need to further explore the interplay between
personal and relational influences. Research question one fills this absence by revealing two of
the most critical relationships present in an ECCE childcare center: (a) the personal connections
between teacher and child and (b) the personal interaction between teacher and parent. These
relationships are part of the daily experiences narrated by the participants, and these factors
contribute to their levels of job satisfaction. Those interviewed all spoke to relationships
encountered and how those experiences impact the decisions to stay for ECCE professionals
currently employed at a DoD ECCE center in the Southern United States and who have been in
the profession for 5 or more years. These participants enjoy contributing to the children's growth
and learning processes. To some extent, they feel these children are like their own. In addition,
they derive a high level of satisfaction from being part of the military as they take part in their
daily activities.
Consideration for Secondary Research Question 1
Regarding the fundamental motivations that cause ECCE professionals to continue
working in early childcare education, theme 3 (healthy work environments) reveals that
participants draw meaningful satisfaction and drive from their work environment. The
relationships with their peers, their directors, and their coaches and trainers are highly
satisfactory to the point that they feel their work environment is ideal, which can serve as a
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foundation for cultivating intrinsic motivators as professionals gain more experience in their
roles.
The structured programs including high standards and strict guidelines and the sense of
being part of a tight-knit family with those serving to protect our nation, are crucial factors that
influence the participants’ decisions to remain in their jobs. The participants are highly
committed to the primary goals of their organization. They are willing to comply with all of the
obligatory military childcare requirements. In short, the organizational culture became part of the
participants' daily behavior, and they readily embraced the organizational demands.
Secondary research question 1 demonstrated that the primary attachments that DoD
ECCE professionals experience while working with military families and their children. The
findings suggest that their work atmosphere is highly stimulating, enjoyable, and supportive. In
particular, they experience an empathetic atmosphere, positive peer relationships, and a creative
ecosystem that provides vital support, which is in line with the Campbell et al. (2000).
Additionally, peer relationships have a high impact on overall job satisfaction and the decision to
stay in the job, which is consistent with findings of McMullen et al. (2020) and Carson et al.
(2017). This set of positive factors complemented the affective support that characterizes a
healthy work atmosphere. Indeed, my findings demonstrate that adult relationships (i.e., peers,
teacher-parents) and the teacher-child relationships represent practical support for these
participants, which reinforces their job satisfaction and sense of belonging and reducing interest
in leaving the center. Similarly, McMullen et al. (2020) concluded the following:
The items of the Collegial Relationships factor show that well-being is enhanced…in
ECCE professionals by warmth and friendship; a culture of respect and acceptance of all
individuals; an environment in which the professionals are listened to and understood,
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verbally and non-verbally; and by a community of practice in which they feel safe and
valued. (p. 341)
My study findings show that respect and work recognition from the center's directors
form another vital ingredient for maintaining a nourishing work environment. According to the
participants, they have experienced affection through their parent-child relationships, but also
admitted that the center's leadership must recognize their work performance. Generally, the
center leaders give recognition for their job performance, though not with the same frequency for
all participants I interviewed.
Consideration for Secondary Research Question 2
Regarding key work experiences or aspects of the organizational culture, it was clear that
receiving both formal and informal feedback had a significant impact on ECCE professionals’
choice to stay (theme 2, program structure as a determinant of success). In a CYP program. there
are multiple opportunities for formal and informal feedback. Trainers are in each classroom more
than 3 times a week to coach all staff, conduct observations, and provide frequent feedback.
Furthermore, the leads are in the classroom daily and provide additional feedback to all staff.
Lastly, the director provides formal feedback at least twice a year through the performance
evaluation process. By instituting regular feedback, employees feel supported and motivated to
excel in their positions.
Overall, these findings are in line with McMullen et al. (2020), who noted that positive
acknowledgment of employee performance represents a significant source of support for the
participants. Similarly, McDonald et al. (2018) reported that the workplace ambiance and
leadership/management practices are key aspects of organizational culture that compel educators
to stay. My findings also align with those reported by Jones (2020) about the positive effects of
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effective managerial communication and a healthy organizational culture. Lastly, my findings
fulfill the requirement expressed by Sumsion (2002), who argued that researchers must have a
comprehensive understanding of staff attrition. In this sense, my findings demonstrate that
relationships and contextual influences impact the participants’ perceptions of their job
satisfaction. Overall, these results illustrate why the participants choose to remain in their jobs.
However, Bryant (2018) found that negative attitudes such as the perception that people consider
ECCE professionals as nothing more than babysitters do not reduce turnover rates in childcare
centers.
One additional notable finding concerns the salary of these ECCE professionals.
According to the literature, a healthy work environment allows ECCE professionals to obtain
adequate remuneration consistent with their performance quality. However, my findings did not
demonstrate any evidence that compensation is a factor that would lead these participants to
consider a job change. On the contrary, some participants made direct references to the salary.
However, they did so to expressly indicate that salary was not a significant factor in their length
of service at a childcare center. Other factors—such as a sense of belonging and purpose,
relationships, and job recognition from managerial agents and parents—had a significant impact
on the participants’ level of job satisfaction. They consciously chose to remain in their roles
because of these positive internal motivating factors rather than leave due to compensation
issues.
Secondary research question 2 referred to the participants’ experiences working in a DoD
ECCE center. The mission and vision of these centers aims to support military families while
providing the high-quality care and education military children require to develop and reach their

104

potential. As these participants believe in their center’s policies and procedures, the policies did
not create workplace dissatisfaction nor contribute to the decision to remain or leave their job.
Furthermore, the participants perceive their programs as highly structured and positively
impacted by their job-critical training sessions. ECCE professionals meet this highly structured
program requirements through mandated attendance at monthly training sessions. In such
meetings, structured guidelines frame how their roles and responsibilities are defined and dictate
which skills and activities will be covered. Participants spoke positively about such training,
suggesting they are well received and are effective in helping them perform in their role,
especially in supporting children with identified needs. Therefore, DoD ECCE decision-makers
illustrate their priority in investing in the professionals to maintain high-quality care and
education for military children. The findings of this study regarding the benefits of structured
training sessions are consistent with Campbell et al. (2000), who found that frequent training
ensures that teachers meet the standards.
Likewise, all participants had a background related to education. The training sessions
allow the entire workforce to develop equal competencies while working with children despite
the individual professional's specific education or personal background. Because of this, the
participants are highly trained in their field with similar levels of performance across the
profession, which is a positive predictor of work retention, as reported by McDonald et al.
(2018). According to the participants’ lived experiences, the DoD ECCE childcare center is a
supportive structure that provides similar levels of job satisfaction to the professionals and an
equivalent level of performance among them, which represents another positive predictor of job
retention reported by McMullen et al. (2020).
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Lastly, the participants generally agreed with the promoted methods and protocols
germane to the DoD ECCE program, demonstrating that a well-structured program is a reliable
reference that guides their labor and is a good fit for their role. For instance, study participants
mentioned the policy that indicates the adequate ratio of teachers and caregivers to children.
They believed that this policy safeguards the children and protects the professionals equally.
Moreover, participants indicated that the policies guide their performance, which is in line with
recent DoD and Navy mandates regarding child-to-staff ratios in military ECCE centers (CRS,
2020).
However, not all of the current study's findings are supported by previous research. My
findings indicate that participants enjoy the opportunities they have to grow professionally. The
additional training and education provided by the DoD differs from the outcomes reported by
Hooten (2019), who found that participants “described their work experiences as lacking
personal and professional growth opportunities” (p. 51). Such results could be explained by the
fact that Hooten's analysis involved ECCE professionals with only 1 year on the job. In contrast,
my study involved professionals with 5 or more years working for a military childcare center.
Overall, further research is needed to better understand the professional growth and development
opportunities across the entire military ECCE enterprise and its impact on the motivation to
remain in the profession.
Theoretical Implications
The discussion of findings could not be complete without returning to the role of
Herzberg et al.’s (1959) two-factor theory of motivation. As discussed in Chapter Two, the first
set of factors include features linked to the participants’ motivation (i.e., sense of purpose, sense
of belonging, and relationships with children, parents, peers, and management staff). In contrast,
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the second sets of factors refer to features related to the work environment (i.e., salary,
supervision, recognition, work environment/policies, and peer relationships).
According to this theory, two factors impact the decision to leave or remain in a
profession: job satisfaction and job dissatisfaction. Next, I explain how the two-factor theory
supports my conclusions regarding the factors contributing to job satisfaction and retention
among the study participants.
Motivational Factors Leading to Work Satisfaction
The factors related to job satisfaction correspond to Herzberg et al.'s (1959) theory of
motivational factors related to intrinsic aspects or features of their work. Job satisfaction is
linked to certain factors, including observing children's learning processes, development, and
growth for the ECCE professionals working in a DoD childcare center. The findings reveal
multiple examples of the high levels of satisfaction gained by working with children, teaching
them, and seeing their educational progress throughout their lives.
However, the teacher-child relationship is not the only relationship that contributes to
these participants’ job satisfaction, as parents’ recognizant attitude is also a source of intrinsic
motivation. The participants feel nurtured by their sense of belonging to a community and feel a
sense of purpose through their tasks impacting military children and their families. In doing this
kind of work, the participants also feel a sense of satisfaction from their jobs and experience
intrinsic motivations to continue, creating a cycle that reinforces their decision to remain in the
profession.
Interestingly, another factor contributing to study participants’ job satisfaction and sense
of purpose is their pride in working for military families. Symbolically, these professionals feel
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as though they are part of the family, especially in playing a supportive role when one spouse is
deployed.
These characteristics form a career that the participants consider a life’s vocation. This
calling brings them a sense of fulfillment and satisfaction of living with a strong social purpose.
They participate in a shared community of practice that serves the military family. Thus, the
motivating factors (i.e., intrinsic aspects) of their work enhance job satisfaction. This satisfaction
is mainly related to their relationships with the children, the parents, and their military
installation supervisor. Such cases represent a “commitment of service” for the participants.
In summary, positive workplace relationships drive the inner motivation of the
participants. The children provide the participants with the satisfaction of contributing to the
children’s education and leaving an indelible mark on their lives. Parents offer respect,
acknowledgment, and esteem, and the military institution produces a sense of accomplished
duty.
This DoD childcare center has a solid structure that guides the behaviors of these
participants. This structure is paired with compulsory training sessions to ensure that the work of
any ECCE professional at the center produces the desired outcomes. The participants feel that it
is essential to attend training sessions so that they consistently acquire new knowledge and skills.
Furthermore, the participants attend non-compulsory training opportunities at their disposal,
allowing for professional growth throughout their careers.
Recognition of job performance by leadership represents another contributing factor to
high job satisfaction among the participants. They note that they receive regular evaluations,
constant guidance, and support from the managerial leader and support staff.
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Practical Implications
The results of this hermeneutic phenomenology study are based on the lived experiences
of ECCE professionals employed by a U.S. military base and why they choose to stay in the
profession over the long term. This research holds significant implications to ECCE
professionals, early childhood directors, and policymakers. The ECCE professionals in this study
felt respected as professionals and see this profession as a lifetime commitment and calling.
Therefore, my recommendations for future action in the field focus on understanding what this
military program is doing well to create the ideal mix of characteristics for retaining high-quality
ECCE professionals, as recommended based on my understanding of their lived experiences.
Through this research and subsequent actions, we can better understand how to increase teacher
retention, center quality, and eventually, outcomes for children.
Researchers have indicated that motivated and satisfied employees are more effective in
the workplace, in continuing their education, and in striking a healthy balance in their life.
Rizwan and Mukhtar (2014) noted that it is a common belief that employees put forth their best
effort when employers cultivate a peaceful work environment, provide a conducive professional
environment to grow and develop, give constructive feedback and encouragement, and furnish
reasonable wages. Furthermore, Johnson et al. (2012) found that teachers who are provided
favorable work conditions result in higher rates of student academic growth, even when
comparing schools serving demographically similar groups of students. As a result, these
students could be motivated to become teachers or be in service later in adulthood, especially if
favorable work conditions continue to improve.
In the current study, I explored motivating factors in the ECCE profession through the
lived experiences of ECCE professionals who chose to stay at their program for a long period of
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time. I focused on the military setting because childcare is essential to these professionals and to
the nature of the parents’ work and because past studies have indicated military childcare and
education programs have better retention rates than their civilian counterparts. These two aspects
are critical to this research because it allows these military professionals to complete their
mission knowing their children are well cared for and affords them the freedom to remain
focused on serving their country. From an enterprise perspective, this study has implications for
ECCE program directors in terms of improving retention by developing a more nuanced
understanding of the factors which motivate their employees and contribute to their job
satisfaction. It is my hope that these findings lead to enterprise-wide policy recommendations
and training for directors about what matters to their employees and how to create environments
that support and sustain employee retention in the military.
ECCE Professionals
The ECCE professionals who participated in my study disclosed information that could
enable directors and policymakers to establish environments that are conducive to employee
retention. The lack of attention on realizing how the lived experience can translate into practical
implications as well as a lack of desire to create environments in which professionals can thrive
are hindering the system. To increase retention in military and private programs, and to create
lifelong ECCE professionals who remain in the profession for more than 5 years, the current
study’s implications are that both intrinsic and extrinsic hygienic factors must be present for
professionals to fully experience and embrace the workplace. In return the ECCE professionals
will make a conscious decision to stay in ECCE. If ECCE professionals are satisfied at work and
choose to remain in their position for extended periods of time they help to cultivate healthy
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work environments, they not only improve their own experience, but also help create a healthier
and more productive environment for everyone else who is affiliated with the program.
Social Impacts
Further social implications include the impact COVID-19 has had on the ECCE field.
More specific to early childhood education, an international health crisis has precipitated
unprecedented, sweeping, and dramatic changes in the lives of children and their families,
preservice and inservice teachers of young children, and early childhood teacher educators.
Worldwide, the pandemic has also pushed the early childhood education system to the verge of
collapse, mobilizing leading early childhood organizations to advocate for financial packages to
protect early education programs (NAEYC, 2021; World Bank Group, 2020). Therefore, it is
clear that “the policy solutions needed to reshape education through technology are not
prescriptive, but regulatory” (Thomas & Rogers, 2020, p. 3). Student learning is cumulative: if
children fail to acquire foundational skills in early grades, they may find it much more difficult
to learn later. The current study can shed light on policies the DoD employs to shape programs
that function even during times of crisis, pandemic, and schedule disruption.
From a military perspective, and integral part of the mission is that parents know their
children are well taken care of so they can focus on mission requirements and protecting the
country. Positive outcomes for children have a cascade of positive effects, including an intrinsic
motivator for their parents since they know and trust that their children are in high-quality care
while they are at work or deployed.
Enterprise and Policy Direction
In order to improve outcomes for children, policy efforts should focus on increasing the
quality and stability of the early childhood workforce while also improving the system of
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delivery to align with K-12 education. Information obtained throughout the course of this
research is not only useful to this program, but also to the enterprise, other military branches, and
ECCE programs in the private sector.
This research could affect social change by informing DoD decision-makers on which
factors are important to ECCE professionals. Along these lines, the DoD could build on and
apply these positive aspects of the job to enhance military ECCE careers further. For example,
leaders could further emphasize the role these professionals play in military families and in the
base community at large when recruiting and onboarding new childcare and education
professionals. Equally as important to the ECCE professionals is acknowledgement for work.
Putting together a formal system ensures these professionals are receiving the positive feedback
they need and deserve.
Limitations
The first limitation of this study was that all participants were married women who were
not the sole income earners of their families. As a result, the data is limited to those who do not
rely solely on a childcare center’s salary. Second, the sample size of four participants may have
yielded limited findings, particularly since three of the four participants had a military affiliation
beyond the ECCE program that could have impacted their feelings toward the program.
A third limitation of this study is that the focus was on a single U.S. location rather than a
comparative analysis with other military, public, or private programs. In addition, I did not have
the chance to interview the ECCE director (request was denied by the Navy for this research),
who may have provided a different perspective from which to draw themes and insights. Lastly,
the impacts of COVID on all aspects of this research were potential limitations, as the ECCE
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program I selected had several employees who tested positive as the research interviews were
taking place.
Recommendations for Future Research
My study results create the potential for numerous future research avenues. Conducting
this same study in other military (Army, Navy, Marine Corps, or Coast Guard) ECCE programs
could allow researchers to confirm training and development practices, such as systematizing
and executing consistent recognition and reward programs to further improve job satisfaction.
Similarly, McDonald et al. (2018) recommended future research evaluate the impact of such
programs at the enterprise rather than the program level to provide additional insights on
retention from a systems perspective.
Future research concerning this topic within the military system is also necessary to
understand the role motivational factors play in the general job satisfaction of ECCE
professionals within military programs. In addition, studies could include larger sample sizes
from multiple geographical locations, such as a comparison of professionals working in the
contiguous United States to those working overseas, a comparison of two different military
programs, or a focus on similar enterprises such as the Department of Defense Education
Activity. Furthermore, researchers could examine the lived experiences of ECCE professionals
outside of the military or who have served in the military previously, as well as in comparable
industries such as civilian preschools, charter schools, private schools, and public schools. These
future research avenues align with McMullen et al. (2020) as well as Jones (2020), who
suggested including a larger and more diverse population of ECCE professional roles and
multiple geographic locations within the industry. Another approach could be to conduct a
longitudinal study of ECCE professionals from the beginning of their career to the fifth year of
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employment to determine retention factors and build on this study’s findings. Lastly, from a
holistic family approach, researchers could explore how early childcare impacts intergenerational
learning. As a result, different themes could emerge with more precise distinctions between
military and civilian ECCE professional experiences.
McMullen et al. (2020) also recommended future research could assess the influence of
well-being on job satisfaction by identifying coping mechanisms for childcare professionals.
Jones (2020) also suggested examining the relevance of factors including profit margin,
onboarding costs, and training expenditures to develop a more nuanced understanding of the
importance of employee retention.
Experiences and Reflexivity
I take responsibility for choosing a different path to study my research phenomenon using
Hertzberg’s theory. If I were to conduct the study again, I would reconsider introducing theory
into a phenomenological study. Rather than explain and validate the emergent themes using
theory, I would leave more space for the phenomenon to speak to me and reveal itself in its most
organic form. In the data analysis, I would then share my interpretation and support it using a
theoretical construct, keeping the theoretical focus secondary. Furthermore, the landscape of
childcare is changing rapidly and it has been challenging for me to keep up with the many
changes associated with COVID. I feel overwhelmed by the changes, the majority of which are
beyond my control. However, I am also hopeful that positive impacts will result in the near
future in terms of how parents care for their children.
Concluding Remarks
Based on my study, the key findings were that childcare professionals working for a U.S.
military ECCE center choose to stay in their jobs because of three main motivational factors:
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1. The children's learning process, development, and growth;
2. The recognizant attitude of parents, and
3. The pride professionals feel working for military families and serving those who serve
our nation.
In turn, these motivational factors nurture their sense of belonging to a shared community
and give them a sense of purpose that contributes to their overall work satisfaction. The
professionals remain at the military ECCE center in large part because of the motivational factors
mentioned in this study. Similarly, these professionals value their working relationships and their
strong bond with their managers who provide positive feedback. As Herzberg suggested, what
matters most is that professionals feel they are valued and appreciated by a vibrant community—
in this case, children, parents, peers, and leadership and management staff. Furthermore, the
work itself, recognition, and divine inspiration are integral to an ECCE professional’s role and
overall retention. The participants in this study left behind the prospects of a substantial
paycheck to serve our country and guide our youth, who one day will be in a position of
reciprocity. These courageous individuals are emblematic of what it means to be a close-knit
society, and this study serves as a powerful example of how we can come together as a nation
and celebrate those who selflessly give so much of themselves.
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Appendix A
Interview Questionnaire
Part I:
Introductory Session Objectives (5-7 minutes): Build rapport, describe the study, answer any
questions (informed consent form was reviewed and signed prior to each interview).
Introductory Protocol
You have been selected to speak with me today because you have been identified as someone who
has a great deal to share about the experience of a DoD ECCE professional working in the
Southern United States. I am currently working on a research project for my doctoral program
in Higher and Adult Education at the University of Memphis. As part of my requirements for this
program, I must perform a research study. The study focuses on the lived experiences of early
childcare education specialists who work with children, ages birth through 5 years, in a military
child development center in the Southern Unite States, and who have been working there for five
or more years. Hopefully this will allow us to identify ways in which we can increase motivation
among the staff and retain employees throughout the enterprise. Because your responses are
important and I want to make sure to capture everything you say, I would like to audio tape our
conversation today. Do I have your permission to record this interview? [if yes, thank the
participant, let them know you may ask the question again as you start recording, and then
turn on the recording equipment]. I will also be taking written notes. I can assure you that all
responses will be confidential and only a pseudonym will be used when quoting from the
transcripts. I will be the only one privy to the tapes which will be eventually destroyed after they
are transcribed. To meet our human subjects requirements at the university of Memphis, you
digitally signed the consent form. Essentially, this document states that:
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(1) all information will be held confidential, (2) your participation is voluntary and you may stop
at any time if you feel uncomfortable, and (3) we do not intend to inflict any harm. Do you have
any questions about the interview process or how your data will be used? This interview should
last about 45 minutes. During this time, I have several questions that I would like to cover. Do
you have any questions at this time?
Part II: Interviewee Background (5-10 minutes)
Objective: To establish rapport and obtain the story of in the participants’ general with the
research topic. This section should be brief as it is not the focus of the study.
A. Interviewee Background
1. Tell me about yourself:
Background
1a Can you tell me a little bit about your background?
Prompt: Age, sex/gender identity, race/ethnicity, marital status
1b Can you tell me about your education and employment situation?
1. Prompt: What is your highest level of education completed? Do you have formal
education in early childhood care education (ECCE)? If so, do you have a degree? Are
you certified? Can you give me a brief summary of your work experience? What is your
current job situation? Have you earned any of your credentials through the military
(CDA, AA, BA)?
Early Childhood Education Preparation (learning experiences/performance skills)
2. Do you have any other type of education in ECCE? If so, what?
3. Have you participated in professional development? If so, what? Was it satisfactory? Did
it help you with your performance as an ECCE professional?
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Initial Commitment to Early Childhood Education (Motivator)
1. Do you recall when you first chose to have a career in ECCE?
2. How did you go about becoming an ECCE professional? (training, college, mentoring)
3. What motivates you to continue working in the field of early childcare education?
4. How does the DoD’s commitment to education and training influence your work and
career?

Part 2:
One of the things that I am interested in learning about is employee motivation. I would like to
hear about your perspective/experiences about employee motivation at a DoD ECCE program in
the Southern United States in your own words. To do this, I am going to ask you some questions
about the key experiences you have encountered while at work.
General Questions to see if employee is motivated or not.
1. Tell me what you most enjoy about your work and what you least enjoy.
Prompt: Give specific examples of instances where you felt happy or unhappy at work.,
What specifically did the person (if any) do or say to make you feel happy/unhappy?
Describe how this experience changed your actions in your role that day or any
future interactions at work.
2. Tell me about a time when you felt excited or motivated at work.
Prompt: Describe what caused you to feel this way?
3. If you were in charge of all ECCE staff in the program/enterprise what would you
change or advocate for?

133

4. How would you describe yourself as an ECCE professional? Do you have any core
values or beliefs that influence you in your work?
5. Imagine I am a candidate for a job at this center. What could I expect regarding working
here? Would you recommend me taking a job here? Why or why not? (are there plenty of
resources?)
Herzberg's Theory of Motivation Questions
1. Are you satisfied with your job, what contributes to your workplace satisfaction?
2. Prompt: Do the children figure in your decision to stay? If so, what role do they play? Is
there anything else that you would like to share with me about your decision to remain in
early childhood care education? How has working at this particular childcare education
center affected your decision to stay? What about working here has made you decide to
stay?
3. What has influenced your decision to stay in this profession?
4. Does working for the DoD and military families influence your decision to stay?
5. Does serving military families motivate you to continue working in early childcare
education? Are you/have you ever been dissatisfied with your job? If yes, what caused
the dissatisfaction?
a. Prompt: Have you ever considered leaving the profession? Why and what made
you stay?
b. If you had to leave this job, what would you miss the most? Why?
6. What are the elements that motivate you to stay in your current position?
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a. Prompt: The research defines a childcare education stayer as someone who
remains in the field. Do you consider yourself a childcare education stayer? Why
or why not?
7. Please describe the relationships you have with leadership, peers, parents and students.
8. What aspects of your current position will ensure you stay in your current position?
9. What aspects of your current position would cause you to leave?
Prompt: Have you ever considered leaving the profession? Why and what made you stay?
Can you describe what it is like working with the parents?
Prompt: Do the relationships you have with the children’s families influence your
decision to stay?
Closing
1. What are the fundamental motivations that cause you to continue working in early
childcare education?
2. Are there any questions that I have not asked that I should have asked?
3. Is there anything that you would like to share about motivation at work that we did not
talk about?
4. Do you have any questions for me?
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Appendix B
Volunteer Recruitment Email
The University of Memphis
Volunteers Wanted for a Research Study
Hello, I am currently working on a research project for my doctoral program in Higher
and Adult Education at the University of Memphis. As part of my requirements for this program,
I must perform a research study. The study will concern the lived experiences of early childcare
education specialists who work with children, ages birth through 5 years, in a military child
development center in the Southern United States, and who have been working there for five or
more years. I am sending you this email because you work at a military child development center
in the Southern United States. You must meet the above criteria to participate in this research.
Participation in this study will involve a semi-structured interview protocol with me via
phone or video phone. I have explained the research and guaranteed confidentiality (as
constructed through the use of pseudonyms, a consent form, and Institutional Review Board
approval) in the form attached to this email (click on the link that follows). As a participant in
this study, you will be asked to review the transcript of my interview with you to ensure accuracy
before I begin analyzing the data. You can withdraw your participation at any time. As an
incentive to participate, you will receive a $20 Amazon card upon completion of the interview
and approval of the transcript.
If you have any questions about this study, please feel free to email me at
Jhebert@memphis.edu. This research is conducted under the direction of Dr. Wendy Griswold of
the Department of Adult and Higher Education., The University of Memphis.

136

Appendix C
Informed Consent

Title

Researcher(s)
Researchers Contact Information

PRO-FY2020-535: WHY THEY STAY: A
PHENOMENOLOGICAL INVESTIGATION
INTO THE EXPERIENCES OF EARLY
CHILDHOOD CARE EDUCATION
PROFESSIONALS AT A NAVY ECCE CENTER
Jessie Tinoco, University of Memphis
(901) 826-4776, jlhebert@memphis.edu

You are being asked to participate in a research study. The box below highlights
key information for you to consider when deciding if you want to participate. More
detailed information is provided below the box. Please ask the researcher(s) any
questions about the study before you make your decision. If you volunteer, you will
be one of about two to 10 people to do so.

Key Information for You to Consider
Voluntary Consent: You are being asked to volunteer for a research study. It is up
to you whether you choose to participate or not. There will be no penalty or loss of
benefit to which you are otherwise entitled if you choose not to participate or
discontinue participation.
Purpose: The purpose of this research is to collect data related to the lived experiences of
employees at Navy Child and Youth Programs in the Southern United States.
Duration: The research procedures will be conducted primarily via email, phone, or video
phone. The total amount of time you will be asked to volunteer for this study is up to two
hours over the next 3 months. Interviews with participants will be conducted via phone due
to Covid-19 distancing.
Procedures and Activities: As a participant, you will be asked to take part in an interview
(including a follow-up interview) with the researcher, which will be conducted by phone or
video phone, whichever you prefer. The interviews will be audio recorded using a handheld
recorder.
Risk: To the best of my knowledge, the questions you will be asked will have no more risk
of harm than you would experience in everyday life.
Benefits: There is no guarantee that you will get any benefit from taking part in this study.
However, some people have experienced benefits in processing their experiences when
engaging in reflection. Your willingness to take part, however, may, in the future, help
society as a whole better understand this research topic.
Alternatives: Participation is voluntary, and the only alternative is to not participate.
Page 1 of 5
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Who is conducting this research?
The person in charge of this study is Jessie Tinoco. I am a student in the Department of
Leadership at the University of Memphis. I am being guided by Dr. Wendy Griswold [Advisor].
I am also a civilian NAF employee, working for N926 Child and Youth Programs Headquarters.
I am assigned to Washington Navy Yard, D.C., but work remotely from Atlanta, GA (my reason
for selecting a base in GA). Most participants I interview may be familiar with me because I
usually participate in the annual unannounced inspections as required by MCCA.
Why is this research being done?
You are being invited to participate in a research study about the lived experiences of early
childhood care education (ECCE) professionals at a Navy ECCE center. You are receiving this
invitation because you meet the criteria set forth by the researcher, meaning you meet the
following conditions: employed by the DoD Early Childhood Care Education system for a
minimum of 5 years. If you volunteer to participate in this study, you will be one of several
people to do so.
How long will I be in this research?
The research procedures will be conducted via email, phone, or video phone. The total amount
of time you will be asked to volunteer for this study is up to 2 hours over the next 3 months.
Interviews with participants will be conducted via phone due to Covid-19 distancing.
What happens if I agree to participate in this research?
You will participate in a semi-structured, one-on-one interview over a recorded phone line with
the researcher in which she asks open-ended questions. Your information will be recorded, and
your individual answers will not be associated with your identifying information. The questions
will be framed around several themes related to job retention and your personal and professional
experience in early childcare education (Early Childhood Education Preparation (learning
experiences/performance skills, Initial Commitment to Early Childhood Education (learning
experiences), Quality of First Employment Experience (learning experiences) Integration into
Early Childhood Education (performance skills) External Influences (environmental conditions),
Career Satisfaction (cognitive and emotional response), Remain in or Leave Early Childhood
Education (career decision)). The questions will not require you to share sensitive or confidential
information, although you can speak as openly and as freely as you would like.
What happens to the information collected for this research?
Information collected for this research will be used in journal articles and presented at research
conferences. Your name or other identifying information will not be used in any research
products or presentations.
How will my privacy and data confidentiality be protected?
We will make every effort to keep private all research records that identify you to the extent
allowed by law.
Your information will be combined with information from other people taking part in the study.
When we write about the study to share it with other researchers, we will write about the
Page 2 of 5
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combined information we have gathered. You will not be personally identified in these written
materials. We may publish the results of this study; however, we will keep your name and other
identifying information private.
We will make every effort to prevent anyone who is not on the research team from knowing that
you gave us information, or what that information is. Any identifiers (proper names, place
names, etc.) from course artifacts will be removed by the researcher prior to storage and analysis.
Data from the survey will be entered into a database and any identifying information deleted.
You will be assigned a pseudonym, which will only be known to the lead researcher. Data will
be stored on the researcher’s personal password protected computer in a locked home office.
Access to the office and computer will be limited to the lead researcher.
We will keep private all research records that identify you to the extent allowed by law.
However, there are some circumstances in which we may have to show your information to other
people. For example, the law may require us to show your information to a court. Also, we may
be required to show information which identifies you to people who need to be sure we have
done the research correctly; these would be people from such organizations as the University of
Memphis.
What are the risks if I participate in this research?
To the best of my knowledge, the questions you will be asked will have no more risk of harm
than you would experience in everyday life.
What are the benefits of participating in this research?
The findings of this research might inform and guide military ECCE programs to retain their
professional staff in other locations. Additionally, it may benefit DoD childcare centers and the
research site professionals, in particular, since they provide ways to make their work more
meaningful. Finally, this research may impact other non-military ECCE programs by stimulating
a transformation in their practices.
This qualitative, phenomenological research study will also benefit future researchers in the
study of supporting and retaining ECCE professionals.
What other choices do I have beside participating in this research?
If you decide to participate in the study, it should be because you want to volunteer. You will not
lose any benefits or rights you would usually have if you choose not to volunteer. You can stop
at any time during this study and still keep the benefits and rights you had before volunteering.
As an employee of the Department of Defense, if you decide not to participate in this study, your
choice will have no effect on your employment. If you do not want to be in the study, there are
no other choices except to not participate in it.
What if I want to stop participating in this research?
Taking part in this research study is your decision. Your participation is voluntary, and you can
stop at any time. There is no penalty or loss of benefits to which you are otherwise entitled is you
decided to not be involved.
If you choose to withdraw from the study after agreeing to participate, please contact the
researcher by email.
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Will it cost me money to take part in this research?
There are no costs associated with participation in this research study.
Will I receive any compensation for participating in this research?
For taking part in this research you will receive a $20 Amazon gift card upon completion of the
interviews to encourage your participation.
Who can answer my questions about this research?
Before you decide to participate in the study, please ask any questions that might come to mind
now. Later, if you have questions, suggestions, concerns, or complaints about the research, you
may contact me, Jessie Tinoco, at Jlhebert@memphis.edu. You may also contact my advisor, Dr.
Wendy Griswold, at wgriswold@memphis.edu. If you have questions about your rights as a
volunteer in this research, contact the Institutional Review Board staff at the University of
Memphis at 901-678-2705 or email irb@memphis.edu. I will give you a copy of this form to
take with you.
STATEMENT OF CONSENT
I have had the opportunity to consider the information in this document. I have asked any
questions needed for me to decide about my participation. I understand that I can ask additional
questions through the study.
By signing below, I volunteer to participate in this research. I understand that I am not waiving
any legal rights. I have been given a copy of this consent document. I understand that if my ability
to consent for myself changes, my legal representative or I may be asked to consent again prior to
my continued participation
As described above, the interview will be audio recorded. The audio recording will be transcribed
and analyzed. Initial the space below if you consent to the use of audio recording as described.
____ I agree to the use of audio recording

Name of Adult Participant

Signature of Adult Participant

Date

Researcher Signature (To be completed at the time of Informed Consent)
I have explained the research to the participant and answered all of his/her questions. I believe
that he/she understand the information described in this consent and freely consent to participate.
Name of Research Team
Member

Signature of Research Team
Member
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******************************************************************************
PRIVACY STATEMENT
This research does not collect or maintain personally identifiable information and is therefore not
subject to the provisions of the Privacy Act, 5 U.S.C. 552a. This survey does not require
OPNAV 5300.8C review since it is being performed within one command and has command
approval.
PURPOSE: The purpose of this research is to collect data related to the lived experiences of
employees at Navy Child and Youth Programs in the Southern United States.
ROUTINE USES: The information provided in the interviews will be analyzed by Jessie Tinoco.
The data files will be maintained by Jessie Tinoco.
ANONYMITY: All responses will be held in confidence by Jessie Tinoco. Information you
provide will be considered only when statistically summarized with the responses of others, and
will not be attributable to any single individual.
PARTICIPATION: Completion of the interview is entirely voluntary. Failure to respond to any
of the questions will NOT result in any penalties except possible lack of representation of your
views in the final results and outcomes.
******************************************************************************
I, _____________________________________________ agree to participate in the study.
(print name)
Signature: ____________________________________________ Date: ___________________
Jessie Tinoco, authorized person obtaining informed consent.

Date ___________________
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A CIV USN SUBASE KINGS BA GA (USA)
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Ms. Tinoco,

I, Captain Parks, grant Jessie Tinoco permission to conduct her research study at Naval Submarine Base
Kings Bay with volunteering participants outside of their working hours and responsibilities. Jessie
Tinoco can contact and interview CYP professionals at Naval Submarine Base Kings Bay. Contact my
Public Affairs Officer for a review of material prior to any publication.
Sincerely,
CAPT Chester Parks
Commanding Officer
SUBASE Kings Bay
(W) (
(C) (

)
)

-

F
Tinoco, Jessie L NAF USN CNIC WASHINGTON DC (USA) jessie.hebert navy.mil
Se Wednesday, June ,
: PM
T Parks, Chester T CAPT USN SUBASE KINGS BAY GA (USA) chester.parks navy.mil
Cc Dugan, Candace Wildes (Candy) NAF USN SUBASE KINGS BAY GA (USA) candace.dugan navy.mil ; Mcneil,
Ellen T CIV USN (USA) ellen.mcneil navy.mil
S bjec REQUEST: Conduct Research Study of Child Development Center

Dear Commander Parks,
BLUF: I need your permission to conduct a research study of five Early Child Care Education
Professionals at Naval Base Kings Bay Child Development Center.
Background:
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Appendix E
Institutional Review Board Approval

Jessie Hebert <jlhebert2012@gmail.com>

PRO-FY2020-535 - Initial: Approval - Exempt
1 message
irb@memphis.edu <irb@memphis.edu>
To: jlhebert@memphis.edu, wgrswold@memphis.edu

Thu, Jun 25, 2020 at 12:56 PM

Institutional Review Board
Division of Research and Innovation
Office of Research Compliance
University of Memphis
315 Admin Bldg
Memphis, TN 38152-3370
June 25, 2020
PI Name: Jessie Tinoco
Co-Investigators:
Advisor and/or Co-PI: Wendy Griswold
Submission Type: Initial
Title: WHY THEY STAY: A PHENOMENOLOGICAL INVESTIGATION INTO THE EXPERIENCES OF FIVE
EARLY CHILDHOOD CARE EDUCATION (ECCE) PROFESSIONALS AT A NAVY ECCE CENTER
IRB ID : #PRO-FY2020-535
Exempt Approval: June 24, 2020
The University of Memphis Institutional Review Board, FWA00006815, has reviewed your submission in
accordance with all applicable statuses and regulations as well as ethical principles.
Approval of this project is given with the following obligations:
1.
2.
3.
4.

When the project is finished a completion submission is required
Any changes to the approved protocol requires board approval prior to implementation
When necessary submit an incident/adverse events for board review
Human subjects training is required every 2 years and is to be kept current at citiprogram.org.

For any additional questions or concerns please contact us at irb@memphis.edu or 901.678.2705

Thank you,
James P. Whelan, Ph.D.
Institutional Review Board Chair
The University of Memphis.
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